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1.00 

L.lO 

1 .15 

GUAM. TELEPHONE AUTHORITY 

PERSONNEL RULES AND REGULATIONS 

RULE r PURPOSE AND SCOPE OF RULES 

PURPOSE r. It is t;ne purpose of. these Rules to implement 

the provisions of. Title· V, Government Code o:): Guam relating 

to: the. selecti.6n,. compensation and. retirement of public 
employees in order to assure ��e orderly administration of 

the merit systa�-

COVERAGE: These Rules apply to all persons employed. by· 

Guam Telephone Au��ority,. hereinafter referred to as t.':le 

••Authority". Exempted. employees (unclassified service) 

covered by these Rules may be given fringe. benefits under 

these Rules: not inconsistent with. the. Law. 

GUIDING PERSONNEL PRINCIPLES� The following are the 

guiding personnel principles which shall apply in the 

implementation of ��e Authority's personnel sy sta�: 

(l) Recruiting, selecting, and advancing employees on. the 

basis of· their relative ability, knowledge,. and 

skill, including open consideration of qualified 

applicants for initial appoin��ent; 

(2} Eroviding equitable and adequate compensation; 

(J) Training a�ployees, as needed, to assure high quality 
·performance;-

(4-l Retaining employees, on. the basis of the adequacy of 

their performance,.. correcting inadequate performance, 

and separating employees whose inadequate performance 

(5) 
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origin, sex, or religious creed and with proper 

regard for their privacy and constitutional rights as 

citizens; and 

(6) Assuring that employees are protected against 

coercion for partisan political. purposes and are 

prohibited from using their official authority for 

the purpose of interfering with or· affecting the 

result of an election or a nomination for office� 

AFFI:Rl-'.ATIW ACTION POLICY: 

(a) As announced in Executive Order No. 7o-9 r it is the 

policy of the Government of Guam that there be no 

discrimination on the basis of race, color, religion,. 

age,. sex, national origin or ot.l:ler non-merit factors 

and. that equal a�ployment. opportunities will be 

provided to all. applicants and. employees. 

(b) Guam Telephone Authority will engage in affirmative 

action programs to increase minoritT representative 

a�loyment and establish. and maintain ef fective 

liaison wit.l:l public· and. private agencies and 

organizations which are involved in equal. a�ployment 

programs •. 

(c) The affirmative action program. call for oositive 

results-oriented.action toward equal opportunity. 

Comprehensive efforts will be made by the General 

1-f..anager and. each depart.-nent heads· to assure equal 

opportunity in a�loyment and to assure 

non-discrimination in the Authority's programs and 

activities. 

(d) In order that this affirmative action program becomes 

a management objective, and thereby reinforces the 

equal opportunity program objectives established in 

Executive Order No. 76-9, all levels of management 

which inc·ludes the first line supervisorsr-;�1/i:::,.... 

continue to be trained. in an effort t������S3� 
and adopt to employment of the 

personnel . •  
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2 . 0 0  

2 . 0 1  

RULZ II ADMINISTRATibN AND ORGANIZATION 

THE. GENERAL MF�AGER� The provision of Title V of ��e 

Government Code of Guam, as amended, and these Rules and 
Regulations shall control the administration of personnel 

matters in the Authority. Subject to these laws and rules 

and such administrative regulations governing personnel as 

are promulgated, the General. Manager shall: 

(a) Advise the Board of Directors on policies and. 

procedures concerning ��e administration of personnel 

matters; 

· (b) · Execute all policies established by the Board of 

Directors; 

(c) Establish and maintain records of personnel employed 

by the Authority; 

(d) Maintain the classification and pay plan of ��e 

Authority; 

(e) Audit and investigate ��e operation and effect of the 

personnel laws and rules and. any other duties and 

responsibilities consistent with the position 

guidelines as contained in Public Law 12-4 4 ;  

(f) Administer the recrui��ent and examination programs 

_of. the Authori_t:z; 

(g) Carry out such other activities as are necessary to 
assure the oromotion of oerSQ!l.."leL bac:ed on t".e: rr:e:trit 

� - -· - ·  

system� 

ADMINISTRATION REQUIREMENTS : 

( 1 )  The General Manager shall provide for initial and 

periodic orientation to all employees concerning the 

provisions of these Rules and Regulations, and ��e 

training of all supervisors, managers, and department 

heads in their specific responsibilities for advising 

employees on requirements and provisions 

Rules and Regulations. 
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(2) The General Manager shall institute control and audit 

procedures as deemed necessary to assure that all 

personnel actions, specifically assignments to 

supervisory and managerial positions are consistent 

with provisions. of these Rules and Regulations. 

(3) The General Manager will assure that each current and 

future manager and department head is. provided a 

copy of these Rules and Regulations and any subsequent 

changes_ 

DEFINITION: The General Manager of Guam Telephone Authority 

for the purpose of these Rules and Regulations shall be 

that official appointed by the Board of Directors or his 

designee and shall be referred to from ti.'!le to time as the 

Personnel Director .. 

- 4 -



3.00 

3.20 

3 . 3 0  

3.so-

RULE III OBLIGATIONS· OF EMPLOYMENT 

The. spirit of these Rules and Regulations and established 

policies of operations shall, as nearly as conditions. of· 

sound administration allow, conform the employment · 

obligations which follow. These obligations shall be 

binding on all persons concerned with the administration 

of the policies and Personnel Law. 

FITNESS OF APPLIC..llliTS � .  The. fitness of applicants for 

service at Guam. Telephone Authority shall be· tested by 

COIII!?etitive methods,. i.e.,. physical, mental and job 

knowledge. 

PROBATIONARY PERIOD� All employees shall serve an initial 

probationary period of six (6) mon��s before obtaining 
permanent status in t..'l.e Authority. §.g_ch probationary · 

�;Lgd does not include employees ''ho are transferring 

From another Government of Guam agency or department and 

who have· completed their· six: ( 6) months initial probationary 

period.. Probationary period shall not exceed ·twel-v·e ( 12 ) 

months. 

PROTECTION IN STATUS� Every employee in the classified 

service who has. satisfactorily served his probationary 

period shall be entitled to hold his position during good 

behavior and satisfactory performance of his duties. 

APPEALS.: Any matter covered by the Personnel Law and 

these Rules may be appealed to the Civil Service Commission 

as provided in Rule IX •. 

COMPENSATION WHEN NOT PAYABLE: Compensation may not be 

authori�ed or paid to any officer or employee unless the 

Personnel Law and these Rules have been complied with on 

initial employment and retention in the 
Authority� 

- 5 -
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3 .  70 

TRAINING PROGRAMS : 

(a) The general Manager shall be responsible for providing 

orientation, induction, and on-the-job training and 

for the continuing development of the employees in 

Guam Telephone Authority. 

(b) Whenever ��e present duties of a. position are to be 

materially changed by the introduction of new machinery 

or processes requiring different skills and. knowledge·, 

any- permanent or probationary employee af.fected by 

the change shall be given a reasonable opportunity to 

lea=� to perform the new duties and to qualify for 

such work- An. employee who, after a reasonable 

training period, qualified for appointment in the 

different class, shall be deemed to possess the 

specific· education, experience or other requirements 

for such class and shall be appointed thereto with 

the same status and seniority which he last had in 

his. previous class, upon· the written recommendation 

of the depar�-nent head. and the approval of t.l:.e 

General Manager,. 

Employees who do not qualify for such appoint.'!lent 

shall. be reassigned to other duties appropriate to 

their class • 

(c) Nothing in the above provisions shall take precedence 

over the· requirements of �'le Merit Promotion Plan. 

(d) Specialized Training: In order to meet the needs of 

the Authority for scientific, technical, professional 

and management skills which cannot be provided 

through available in-service training, the General 

Manager may arrange for such training �'lrough 

recognized educational or other training facilities, 

on and off island. 

HOURS OF WORK: Hours of work shall be 

time b y  the General Manager: 

--···- ·-- .. 
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3. 72 

3 .i3 

3.i4 

3 .i5 

3 .i6 

FULL-TIME EMPLOYEES: 
' 

Employees regularly scheduled to 

work the number of hours and days required by the 

administrative workweek for their employment group or class. 

PART-TIME EMPLOYEES: Employees regularly employed on a 

prescheduled tour of duty which is less than the specified 

hours or days of work for full-time employees in the same 

group or class. 

INTERMITTENT EMPLOYEES: Employees employed with no 

prescheduled tour or duty (i.e., usually on an irregular 

or occasional basis). Such employees are paid only for the 

time actually worked or for service actually rendered. 

OUTSIDE EMPLOYHENT: Employees may be permitted to work at 

outside employment not in ,conflict with t.."leir government 

service nor such as would bring the Authoritv or its 

employees into disrepute. Any employee may undertake outside 

employment only if such is not in conflict with his 

work assignments and duly scheduled hours or government 

employment, and only with the consent in writing of the 

General Manager or his designee. Consent may not be 

unreasonably withheld. 

NEPOTISM: Spouse and persons within the first degree of 

consanguinity may not be employed with Guam Telephone 

Authority in a· supervisor-subordinate relationship. 

SEVERAL V.!El'f..BERS OF FA.J.'1ILY: Whenever there 

(2) or more members of an immediate family 

of the Authority, no other member of such f 

eligible for employment. 



3. 77 

3.78  

3 . 80 

3 . 8 1  

IMMEDIATE FAMILY D EFINED: As used in these Rules , immediate 

family is defined as those members of the family living 

together which include the mother , father , children , 

brother , sister ,  husband and wif e . 

JOINING EMPLOYEE ORGANIZATIONS : The use of any coercion 

or pressure by a supervisor or other employee to influence 

any employee to j oin or refrain from j oining a ligitimate 

employee organiz a tion is prohibited . 

IDENTIFICl\TION C.iLiiDS: Any person accepting emp l oyment 

with the. Authority will be required to possess and disp lay 

an identification card. Identification cards will be on a 

form prescribed by the General Manager and will be initially 

issued at no cost to the employee . Identification cards 

must be surrendered to the Safety-Security Division upon 

separation from emp loyment . 

OFFICIAL PERSONNEL FOLDER: An official personnel folder 

is maintained for e ach employee and contains the a�p loyee ' s  

employment records with the Au��ori ty . Employees are 

required to keep the Personnel Services Division informed 

o f  change o f  name , address , telephone numbe r ,  next of kin 

and other p ertinent information as soon as possib l e , so 

that employees' records will be kept up to date . 



4 . 0 0  

4.10 

4.11 

4.12 

RULF··:v RECRUIT!-i..ENT AND EXAJ.'1I�� �ION 

RECRUITMENT OF ELIGIBLE PERSONS! Employment in Guam 

Telephone ll.uthori ty shall be accomplished consistent 'Iii tl1 

the merit principles of recruiting, selecting, and advancing 

employees on the basis of their relative ability, knowledge, 

and skills, including open consideration of qualified 

.. :applicants for initial employment. "Open Competition" 

implies that all available and interested persons who 

possess ��e pre-established minimum qualifications for a 

classification or occupation are eligible to apply and be 

evaluated, ranked and considered on the basis of their 

ability, knowledge and skills. 

FILLING OF VACANCIES: No person shall be appointed to 

or employed in, or paid for services in any position in the 

Au��ority until that position has been established and 

allocated to its proper class by the General Manager. 

MAINTENh�CE OF LIST OF AUTHORIZED POSITIONS: The Personnel 

Services Division of the AUL�ority shall maintain a list of 

authorized positions for each organized unit wi t.'lin the 

Authority, showing by class of positions those that have 

been established and. the current status of t.'le positions. No 

change in the number of authorized positions on such list 

shall be made without proper approval. 

CERTIF ICATION FROM ELIGIBILITY LISTS� All initial 

from competitive 

by the Personnel Law and these Rules. 

be made consistent with the requirements 

Promotion Plan. 



4 . 13 

4.14 

4.20 

ANNOUNCEMENT OF E��INATIONS: Examinations to establish 

eligibility lists for which vacancies may occur shall be 

properly announced through a notice of examination published 

on the bulletin boards of all divisions and sections of 

the Authority and in other locations as determined by the 

General Manager.. Positive efforts shall be taken to 

assure that vacancy announcements reach all segments of 

the population in order to assure equal opportunity for 

all citizens. Other supplementary methods for announcing 

examinations may be used at the discretion of ��e General 

Manager so as to better disseminate information to the 

public. 

MAINTENANCE OF DISTR IBUTION LI STS: The General Manager 

shall, as far as practicable, establish and maintain 

distribution lists of public and private agencies or 

groups, by occupation or other appropriate categories to 

which public notices or o��er information regarding 

prospective examinations shall be sent for further 

dissemination to prospective candidates. 

ru�OUNCEMENT OF PROMOTIONAL E���INATIONS: Request of 

examinations to fill vacancies by promotion shall be to 

the Personnel Services Division. Such announcement of 

promotional opport�"ity shall indicate that employees who 

meet the minL�um qualification requirements and who have 

satisfactorily completed their 

in the government service shall be eligibl 

the examination. 
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4 . 2 1  CONTENTS OF RECRUITMENT &�D EXAMINATION ANNOUNCEMENTS: 

Each recrui�"ent and examination announcement for an 

initial appoinL�ent or a promotion shall contain the title 

of the class , the applicable range of pay , the character 

of duties and responsibilities and examples thereo f, the 

closing date and place for filing applications , ��e 

minimum qualifications for entry into the position , and 

other information deemed necessary by the General Manager . 

Such announcement will be published not less than two 

weeks so as to allow all interested persons the oppo rtunity 

to apply. 



4 . 30 

4 . 3 2  

Appointments other than f=m eligibility list, as for 

example by transfer, demo.tion, reemployment or provisional 

shall be bound by minimum qualificatio� requirements set 

forth in such. announcement. 

APPLICATION FORM: The General Manager shall prescribe a 

form. to be used by applicants for positions which shall 

requ�re information covering experience, training, and 

other Pertinent data indicated a s  being necessary in the 

examinatio� announce..TTient-. Applications shall be signed 

and the truth of all statements therein certified to by 

such signature • .  

ACCEPTANCE OF APPLI��TIONS: Applications for competitive 

examinations. shall be accepted only during the period 

specified in the announcement. 

ADMISSION TO COMPETE IN EXJ. .. HINATIONS :_ Persons submitting 

applications during the period specified in the examination 

announcement shall be admitted to compete in the examination 

provided. it is clearly shown that requirements for admissio� 

are met. Where doubt exist as to whether or not the 

applicant meets the minimum requirements for admission to 

the examination, the General Manager may authorize 

conditional admission. Such action shall not. be construed 

as entitling ��e applicant to certification or appointment 

until. such conditional admission has been confirmed by the 

General Manager. 

REJECTION OF APPLICAJ.'lTS Al'ID DISQUAL TFICATION OF ELIGIBLES: 

The General Manager shall not be required to examine, or 

after examination to certify an eligible applicant who is 

found to lack any of the established requirements for 

eligibility list. 

and his name may be removed from 

any of the following reasons: 

(a) Failure to meet the minimum qualificationc\l 
- for the class of position except where an 

-ll -



4.34 

. 4 .  35 

4-40 

When such findings are. made, the General Manager shall 

reject the application and. cancel the eligibility of the 

applicant if he attained a place on the. eligibility list. 

In the event the applicant has already received an 

appointment, the· General Manager shall ta�e appropriate 

action to as sure the stopping of future. salary payments. 

NOTIFICATION OF REJECTION OF APPLICANTS : � Whenever an 

applicant has been rejected prior to the. holding of the 

examination involved, notice thereofr with the reason or 

reasons for such rejection, shall be given in sufficient 

time to permit the applicant to respond in writing or to 

amend an incomplete or defective application at least 

three ( 3 )  days before the date of the examination. If 

sufficient time· is not available for this purpose, the 

applicant shall be admitted to ��e examination conditioned 

upon his establishing eligibility within a reasonable tL�e 

after the date of the e."'l:amination and prior to the 

es.tablishrnent of th.e list • 

NOTIFICATION OF DISQUALIFICATION OF ELIGIBLES� A 

disqualifed applicant or employee shall be notified 

promptly of such action and qf his right .  of appeal. Any 

person who has. been disqualified may appeal such action 

within ten (10) calendar· days of the date of ��e written 

notice. to the General Manager. An applicant who is not 

admitted to an examination because of failure to meet the 

preliminary requirements shall be notified. by letter in 

advance of the examination process so as to allow for an 

appeal. 

EXAMINATION: Competitive examinations shall be held for 

ori.ginal appointments and promotions and shall be 

job-related in nature and designed to reveal the capacity 

of the applicant to successfully perform the dut·����h 

class of position for which he is competing. 

the· total examination will consist, in varia 
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requirement will be met within one semester. An 

applicant may be admitted to the examination and his 

name shall be certified for employment. with the 

condition that all reqo.llrements for the class be met. 

(b) Failure· to file on or before the closing date or 

during· the tL�e specified in the announcement except 

in those instances where the applicant can certify· 

extenuating circumstances to the satisfaction of the 

General Manager. 

(c)· Intentional false statements, deception or fraud in 

the application or in t�e examination process or 

appointment. 

(d) Refusal or failure to furnish documents required to 

verify any statements made. in the application. 

(e) Habitual. or excessive use· of d...-ugs, narcotics, or 

intoxicating beverages. 

(f) Physical or: mental. unfitness to perform the duties of 

the class of· position to which he seeks appointment. 

(gl Criminal,. immoral, or notoriously disgraceful conduct 

detrimental to the performance of the duties and 

responsibilities of the position applied for. 

(h) Evidence that the applicant has been removed from a 

position with t�e Authority, other Government of Guam 

agencies or departments,. or otherli'ise, for reasons 

which would render him unsatisfactory for the position 

in. the Author± ty' s service for the class for which he 

is• applying. 

(i) In. the case of any examination for promotion, failure 

to· complete the initial probationary period or 

evidence that unsatisfactory service rating has been 

received which would disqualify t�e applicant for 

promotion .• 
(jJ Participating in activities designed to A�;e 

Government of. Guam or the United State 

(.k) Failure, after notice to report promp 

of criminal record or medical examina 
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as appropriate to the class and to available manpower 

resources , .  of such devices as work. sample and performance 

examinations , ratings of training and experience ,  physical 

examinations and background and reference inquires . In 

determining- ranking of candidates ,. the exami.nation parts 

will be. appropriately weighted .  To facilitate employment 

of disadvantaged persons in aide of similar positions , 

competition. may b e  limited to such individuals . The· 

General Manager may consult with qualified persons in 

regard to the content of tb. e  tests or the ratings of 

applicants·.  

PARTS OF E:X1-.MINATIONS �. An applicant for any examination 

must pass all parts of that examination in order to 

qualify for probationary appointment to a clas sified 

position •. 

PREPl>.RATION OF TESTS: Tests for each examination shall b e  

prepared in accordance with policies· and procedures 

established by the General Manager and in compliance with 

the Equal Employment Opportunity obj ectives and merit 

principles. 

SECURITY OF TESTS: Examination questions shall at all 

times be maintained under c9nditions affording maximum 
security. All precautions to safeguard the confidential 

nature of examination. materials shall be taken. No 

information concerning the nature of the tests shall be 

divulged to any person prior to examination . Proved 

disclosure o f  unauthorized release of examination material 

by any employee shall be the basis for disciplinary action. 

SCOPE AND WEIGHTS OF E��INATIONS : Based upon the results 

of the job-analysis on the class o f  

sub j ects included in the ex��ination for 

- 1 A -· 
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CONDUCT OF EX&�INATIONS: Tests shall be administered by a 

representative of Personnel Services only at the time and 

places designated in the notice to report for examination 

except as otherwise specified by the General Manager. All 

reasonable precaution shall be taken to assure that the 

applicant's identity is not revealed on test materials. 

Handicapped applicants shall. be given reasonable 

consideration in. the administration of tests. 

NOTIFICATIOR TO REPORT FOR EX&�INATION :. Upon evaluation. 

and acceptance of the. application, the General Manager 
shall cause each applicant to be notified by mail or other 

acceptable means· of the. date, time, and. place of the 

examination.. No person shall be admitted to take any 

examination without such authorization or other satisfactory 

evidence of conditional acceptance of his. application. 

RATING OF EX&�NATIONS� Appropriate scientific measures, 

techniques, and procedures shall be used in rating the 

results of examinations and determining the relative rank 
of competitors. In all examinations, the minimum rating 

by which eligibility may be achieved shall be set by the 

General Manager� The final earned rating of each 

competitor shall be determined by averaging the earned 

ratings of each part of ��e examination in accordance wi�� 

the weights established for each part prior to the time of 
the examination. All competitors· shall be required to 
obtain at least. a minL�um passing score of 70.00 percent 

in each part of. the examination in order to receive a 
final passing grade, or to be rated on the remaining parts 

of the examination. 

NOTIFICATION OF EX&�INATION RESULTS: All competitors 

shall be notified b y  mail of their final earne9-��� 
The· records of ratings, as well as the exarrg4���� 
shall be held as official records for the 

resulting eligibility list. 

- 15 -
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RANXING OF ELIGIBLES: After each examination, the General 

Manager shall prepare a list of persons with passing 

grades� The names of such persons shall be placed on 

eligibility lists in the order of their final earned 

rating, starting with the highest� Prior eligibility 

lists resulting from a continuous examination program 

shall be merged by ranking the names of all successful 

applicants in the order of their final score. 

DETERMINATION OF RANX IN EVENT OF TIE:. Final earned 

ratings shall be calculated to three decimal places. Ties 

in final earned ratings shall not be broken; except t.'lat 

for labor and custodial positions· certification shall be 

in accordance with Rule 4.55(b) (1). 

INSPECTION OF 'r'TRITTEN EXAJ.'!INATION PAPERS : The General 

Manager shall, upon request of a candidate, authorize such 

candidate to inspect his own written examination papers 

within twenty ( 2 0 )  days of the date of the. examination in 

the presence. of a Personnel Specialist. The privilege of 

inspection shall not be deemed to include authorization to 

copy examination instructions or questions. 

APPEALS FROM E��INATIONS: Any applicant or employee may 

appeal his notice of failure to pass an examination or his 

rating within fifteen (15) calendar days following the 

post-mark or personal delivery· of the notice of examination 

results.. Such appeal shall be addressed to the General 

Manager who may, upon his review. of �'le examination papers 

and upon approval of the Civil Service Commission, make 

any changes warranted. 

DURATION OF EXAJ.'!INATION RATINGS: Examination ratings are 

good only for the life of the eligibility list. 

Examination ratings· received 

shall not be carried over to a new list after 

one year. A record of the examination test S"'t'"ri"P 
placed in the employee's personnel jacket upo 



4.5 5 SPECL� PROVISION S :  Special arrangement for examinations 

on a noncompetitive basis , upon reallocation of position 

and for employment of labor or custodial personnel , may be 

made by the General Manager subject to the limitations 

which follows : 

( a) Noncompetitive Examination: The General Manager may 

authorize noncompetitive examinations under any of 

the following conditions : 

(I) No more than one person applies who meets the 

minimum qualification re_quirements . 

( 2) Examination given is to test the fitness of an 

employee who has a permanent appointment. and who 

seeks transfer to a pos ition in a class in the 

same. pay range but which requires a skill not 

required in the present clas sification. However, 

the provisions o f  the Merit Promotion P lan shall 

apply to a transfer to a position with. known 

promotion potential. 

( 3 )  The examination is' to test an emp loyee who has a 

permanent appointment in a position which has 

been reallocated to a clas s requiring a new skill. 

( 4 )  When. a position is temporarily vacant because 

the incumbent is on leave of absence without pay 

and an a�ployee serving in the same depar��ent 

at a lower grade is to be temporarily promoted . 

Temporary promotions in excess of one hundred 

twenty ( 1 2 0 )  days mus t be filled under competitive 

provisions of the �erit Promotion Plan . 

(b) Labor and Cus todial: Examination o f  applicants for 

the labor clas sification or for a�p loyment as custodian 

shall be governed by the following regulations
_
:,;:-,_ _ 

( 1 )  

appointment ,. qualify by examination 

consist of completing an application 

General Manager shall certify the n�a� 

top ten ( 1 0 )  applicants in order of 

receipt of application. 
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(2) Notwithstanding the limitation of this rule, the 

General Manager may at any time. prescribe such 

additional tests for applicant·s in the labor and 

custodial classes as he shall deem practical and 

feasible to assure equitable consideration of 

all applicants .. 

DETE��NATION O F  FINAL SCORE: The General. Manager shall. 

determine a final score for each examination, computed in 

accordance with the weights for the several. parts established 

and as. set forth in the announcement. All applicants for 

the same position shall be accorded U.'liform and equal 

treatment in all. phases of the examination procedures. 

TRAINING AN D EXPERIENCE: If training and experience form. 
a part of the total examination, the General Manager shall 

determine a procedure for the evaluation of the training 

and: experience qualifications of the various applicants. 

The· formul·a used in appraisal shall give regard to recency 

and. quality as well as quantity of experience and to the 

pertinency of the training_ This procedure shall allow 

for the. substitution of training for experience and 

experience for training within the limits stated in the 

class specification-

APPOINTMENT OF THE al> . .J'.IDTC:�PPED: 

(a) Nothwithstanding other provisions of the Personnel 

Rules and Regulations, the General Manager may 

authorize temporary limited appointments of 

handicapped persons certified by the Department of 

Vocational Rehabilitation. Such temporary limited 

appointments will not exceed a total of· seven hundred 

(700) hours of. work notwithstanding that the position 

filled is a permanent position. 

(b) All such handicapped persons shall 

qualification for the position to which a 

Eligibility lists shall be developed for ; 

positions for which handicapped workers a 
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Individuals will be placed on the eligibility list 

for· the temporary limi ted 700 hour appointments based 

on. credits as the result of evaluations of their 

knowledge , skills and abiliti es , based on information 

concerning training under vocational rehabilitation 

services and educational achievements or other 

quali fications. 

(c) Nothing contained in this Section shall be construed 

to deter or prevent the General Manager from employing: 

(1) Physically handicapped persons when available 

and eligibile for permanent employment . 

(2) Handicapped persons employed pursuant to the 

provisions of Subsection (1), in permanent 

employment if such persons qualify for permanent 

employment before termination of their ta�porary 

limited appoin��ents . 

( d) I f  such. person is appointed pursuant. to t.'lis Section 

to a permanent pos ition during or after the 700 hour 

period , the seven hundred (700) hours or portion 

thereof shall count toward the employee's probationary 

period. 

( e )  Appoin��ent of handicapped persons to perm��ent 

pos itions mus t  be cons istent with the requirements of 

the Meri t  Promotion Plan . 

PREFERENCE CREDIT FOR THE HANDICAPPED: Residents of Guam 

who are physically or· mentally handicapped but are 

physically or mentally able to perform efficiently and 

safely the duties of the position applied for , as certified 

by the Public Health and Social Services , shall receive a 

preferential credit of five ( 5 )  points which shall be 

added. to their competitive examination score . 

PREFERENCE CREDIT FOR VETER&'lS OF THE UNITED STATES 

FORCES OR MEMBERS OF '!'HE GUAM POLICE COMBAT PAT 

Veterans of· the Armed Forces of the United Sta 

members of the Guam Police Combat Patrol , as 

the Director of Public Safety, shall receive a 

- 10 -
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credit of five ( 5 )  points which. shall be added to their 

competitive examination score . Such veterans who are 

disabled. as a result of their service in the Armed Forces 

or Combat Patrol, shall receive a perferential credit of 

ten (10 ) points which. shall. be·  added to their comp etitive 

examination score. In. addition , if �NO (2)  applicants are 

equally qualified for the position to b e  filled and one is 

a beneficiary of a preference , while· the other applicant 

is not , the former shall b e  given the first offer of the 

position as· sti.pulated in Public Law 13-172 •. 

PROOF OF ELIGIBILITY FOR VETERAJ.'\1 'S PREFERENCE CREDIT : 

Persons: claiming veteran's status mus t  submit their 

DD-Form 2 14-. A person mus t  have completed. at least one 

hundred eighty (180) cons ecutive days· o f  service in the 

Armed Forces of. the united S tates ��d mus t have been 

honorably discharged from such service to be eligible for 

veteran's preference .  

PERFERENCE CREDIT FOR GRADUATES OF THE GUAJ.'i COMMUNITY 

COLLEGE OR THE GUAM VOCATIONAL TECHNICAL HIGH SCHOOL: 

Graduates of. the·  Guam Community College or the Guam 

Vocational Technical High S chool shall receive a 

preferential credit of five ( 5 )  points, which shall be 

added to their competitive examination score for purposes 

of init;ial employment or promotion when such graduate or 

certificate holder is being considered for a pos ition for 

which the training or education received at the Guam 

Community College or Guam Vacational Technical High S chool 

is a condition precedent. 

EMPLOYMENT MEDICAL EXAMINATION; Except when physical 

qualifications are to be rated competitively, i . e  .. , 

performan�e tests or physical skills and abil+'�, ·���� 

health. examination shall be required of any Sf,?;rt<�:;J.� '\r>j:'• 
a regular pos ition prior to 

eligible list. 'The General Manager shall 

- .,, -
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on the eligible list to report for qualifying medi.cal 

examinations- when appoint.'!lent to a regular position is 

imminent. 

PURPO S E. OF EMPLOYMENT MEDICAL EXAMINATIONS: The purpose 

of the medical examination shall be to determine that 

persons seeking e.'!!ployment or currently employed in the 

service of the Authority meet the health and physical 

condition standards deemed necessary and proper for the 

performance of the duties of the class .. 

KINDS OF EMPLOYMENT MEDICAL EXAMINATIONS� Medical 

examinations shall be- of three ( 3 ) kinds: 

(a) Pre-entry� Pre-entry medical ex amination shall be 

reqpired of all persons prior to initial appointment 

to a position at the expense. of the Authority •. 

Examination taken beyond six: ( 6 )  months prior to 

appointment will not be accepted. 

(b) Periodic� Periodic medical ex amination shall be 

reqpired. of all. employees by the General Manager, 

if t.�e nature of the work performed is such that a 

periodic check of ability to meet the health and 

physical condition standards is necessary. The 

intervals at which periodic medical examination. shall 

be taken, will. be determined by the General Manager 

on the basis of recommendations by the concerned 

department heads. 

(c) Special:- Special medical. ex amination may be required 

by the General Manager to determine the fitness of an 

employee- for the continuance of performance in. their 

assigned duties. Special medical examinations shall 

have,. as their purpose, the determination of whether 

an employee should be retired from the servicse�� 

the Authority or 

responsibilities that are within his phy 

to perform. 

- ?T -
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ADMINISTRATION OF EMPLOYMENT MEDICAL EX&�INATIONS: 

Medical examinations shall be administered by a licensed 
physici an and the result shall be provided to the Authority 
on a form prescribed by the General Manager. In the event 
an a�loyee does not pass the special medical examination 
for that class of position currently employed and for 

which no other assignment is available because of physical 

limitation, the employee shall be separated due to physical 

disability upon concurrence of the Retirement Fund Board 

of· Trustees� 

APPEAL AGAINST EMPLOYMENT MEDICAL EX.��INATION RESULTS: A 

person not recommended for initial appoin��ent because of 

failure to meet health and medical standards may appeal 

such decision in writing to the Authority's Board of 

Directors not later than fifteen ( 15 )  calendar days from 

the receipt of rejection notice. An employee who is not 

recommended for continued employment. in his position for 

which periodic or special medical examination is given may 

appeal such decision to the Civil Service Commission. In 

such cases,.. the General Manager may appoint a Board of 

Physicians to review the employee's case and provide their 

consensus to the Civil Service Commission as part of the 

information related to the appeal determination. 

EX&�TIONS: If the General Manager determines ��at a 

position must be filled immediately, he. may ta�porarily 

waive ��e medical examination, provided that the medical 

examinati.on is completed no later than thirty ( 30) days 

from appointment date. 

- 22 -
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RULE V E��LOYMENT L I STS 

All pro spect ive employees of the Authority shall be s e l ected 

from among the highe s t  e li gibles on appropriate e l i gi b i l i ty 

l i s ts , e s tablished and maintained by the General Banager 

excep t for those emp loye e s  who are trans ferre d ,  

r e i n s tated or appointed on a provi s ional bas i s . Within the 

limitations found in the se rule s , app l i cants shall be p laced 

on e li gi b i l i ty l i s t s  through c ompetitive examination s . 

E S TABLI SHMENT OF ELIGIBILITY L T STS : Except for the employment 

l i s t , names of cand idates shall be p l aced on e l igib i l i ty 

l i sts in the order o f  qua l i fying grades a f ter appropri ate 

examinat ion . Thi s l i s t  shall be de s i gnated as an " e ligibil ity 

l i s t '' for that c l a s s . After �he e l igib i l i ty l i s t s  has been 

approved by the General Manager , i t  shall then be con sidered 

" e s tab l i s he d " .  

DURATION OF ELI G IB I L I TY L I S TS : The l i fe o f  an e l igibi l i ty 

l i st ,  other than re employmen t - l i s t ,  shall be for a period 

• 

o f  not more than one y ear unl e s s  extended by the Gene r a l  Manage r , 

which the exten s i on shal l not exceed three months . wn en an 

e l i gibil i ty l i s t  i s  reduced to an i n s u f f i c i ent number o f  e l i g ib l e  

a s  determined by the Genera l Manager , a new e li gi b i l e  l i st 

may be e stabli shed through approp r i a te examination . The 

names of e l igibles on the former l i st shall be combined with 

those on the new l i s t  according to 

REEMPLOYMENT LI STS : Reemployment , 

employee vlho was separated by management wi � -

to a p o s i tion in the s ame c l a s s  that the 

the time o f  separ aclon . Reemployment l i s t s  shall be maintained 
- 2 3 -
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REINSTATEMENT LISTS: Reinstatement , for the purposes o f  

these Rules , is the appointment of a former employee who 

resigned in good standing to a position in the same class 

that the individual held at the time of separation . 

Reinstatement appointments are subject to competitive 

procedures under ��e open list. Any person who held a 

permanent position in ��e classified service of the 

Authority and resigned in good standing , shall be permi tted 

to have his name placed on a reinstatement list provided 

he so requests in writing within ninety (90)  days from the 

date of his separation. Names placed on the reinstatement 

list shall be removed at the expiration of one ( 1 )  year 

from separation . 

PROMOTIONS : All promotion actions must be made consistent 

with the requirements of the Merit Promotion Plan. An 

examination will be announced for each Merit Promotion 

Opportunity F�nouncement . 

OPEN C0!1P ETITIVE LISTS : After each open competitive 

examination, the General Hanager shall prepare an 

eligibility list containing the names o f  persons with 

passing scores . The names of such persons shall be placed 

on ��e list in the order of their final rating starting 

with the highest . Competitive examinations will be 

announced when. it is determined by the General Manager 

that there are less than five ( 5 )  individuals meeting the 

qualification for ��e class availab le for referral to the 

department head . Names of individuals having a passing 

score or higher as a result of the Merit Promotion 

announcement will have their names merged into the new 

list o f  eligibles along with the current competitors . 

PROCEDURES WHEN LIST IS REQUIRED: When 

list is required to fill a vacancy in a class , 

Manager shall authori ze his designee : 

(l ) To prepare the materials calling for an 

( 2) To administer such examination ; 

- 24 -



( 3 )  To place on a. list all applicants succes s fully 

completing the examination in the order of their 

merit and fitness for the service as determined by 

the examination . 

5 .  40 REMOVAL OF NAMES FROM ELIGIBILITY LI STS : The name of any 

person found on the eligibility lis t  who has disqualified 

himself for reasons specified in Rule IV may be removed .  

The name of any person found on the eligible list may also 

be removed if � 

( a). the person is appointed to a permanent pos ition for 

the clas s ;  

( b )  the eligible. fai l s  to respond within fifteen (15 ) 
days to a written inquiry relative to availability 

for employment ;  

( c) the eligible rej ects t<,;o ( 2) offers of permanent 

employment ; 

( d) the eligible fails to report. for selection interview 

within two (2) days after notice , or fails to report 

for duty within the time prescribed ; 

( e) in the cas e of promotional lis t ,  termination of 

service with the. Government of Guam ; 

( f) withdrawal by the eligib le ; 

( g )  phys ical unfi��ess to perform the duties o f  the 

position is shown by medical examination . 
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RULE VI CERTIFICATION AND APPOINTMENT 

FILLING OF VACANCIES : Whenever a vacancy occurs in the 

clas sified service of the Authority , the General Manager 

may certify eligibles for such vacancy or may fill the 

position by demotion , trans fer , or re-employment provided 

that such actions are consistent with the requirements of 

the Merit Promotion Plan . Such request shall identify the 

pos ition by reference to the establi shed pos ition number 

and the name of the employee previous ly oc cupying the 

posi tion or in ��e cas e of a newly created pos ition , by 

the date of its approval by ��e Civil S ervice Commi s sion . 

No person may be paid a salary unless he has been certified 

to be employable by the General Manager . 

KINDS OF POSITIONS AND APPOINTMENTS : All pos itions and 

appointments shall be identified in the records of the 

Authority as permanent or temporary in accord��ce with ��e 

action setting up the pos ition pursuant to S ection 4 10 7 ,  

Title V of ��e Government Code of Guam. 

TEMPORARY POS ITIONS : Temporary , part-time , seasonal or 

intermittent pos itions shal l be designated as , te.'!lporary 

for purposes of these Rules . 

PE��ENT POS ITIONS : All posi tions established by law , or 

pursuant to S e ction 4 10 7 ,  other than t�ose identified in 

Rule 6 . 11 shall be considered as permanent . 

PERMANENT APPOINTMENTS : An employee who has been appointed 

to a permanent posi tion and s atis factorily comp letes his 

probationary period holds a permanent appointment for the 

purpos es of these Rules . 

LL"'ITED-TERM APPOINTMENTS : Limited-term appoint11ents may 

be 

in 

to 

benefits . 

- 2 6  -
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TENURE OF LIMITED-TERM APPOINT�ffiNT : Limited-term appointments 

shal l not exceed one ( l )  ye ar . Limited-term emp loyee s  may 

be separ ated at any time upon notice in writing from the 

General Manage r .  The se emp loyees do not serve a p robationary 

p eriod nor do their appoin��ents confer permanent status . 

P ROVI SI ON!".L APP OINTMENTS : In the absence of an appropriate 

e ligibility list , the General Manager may fill the posi tion 

by provisional appoin��ents . Persons selected for provi s ional 

appoint..uents mus t  mee t  the minimum qualification of the vacant 

posi tion . Provis ional appoin�ments shall not exceed ninety 

( 9 0 )  days . Upon certi f icat�on of e ligibl e s  as a result o f  

competitive examination , the provi sional appointed emp loyee 

must be terminated by the General Manager not l ater than 

thirty ( 3 0 )  days after such certification . 

ORDER OF APPOINTMENTS : Appoin��ents shall be made from the 

top five ( 5 )  e ligibl e s  certified by the General Manager in 

the manne r  spec ified in the s e  Rules , provided that e ligibles 

on the reemployment l i s t  are certi fied in chronological order 

of their separation from service . However ,  in the case of 

labor and custodi al classe s ,  ten ( 1 0 )  names shall be c ertified 

in accordance with the p rovi sions in Rul e 4 . 5 5  ( b ) . 

RULE OF FIVE/TEN : Upon certif ication by the General Manager ,  

selection must be made from the first five/ten e ligibles 

on the lis t .  For examp le , Guam Telephone Authority has two 

vacanc ies for Clerk I .  The order of Certification /l��m7��/ 

Ge neral Manager will appear as follows : 
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/'�' /-' 
l .  FiJ.. .::it Ranked Eligible 

2 . Second Ranked Eligible 

3. Third Ranked E ligible 

4 . Fourth Ranked E ligible 

5 . Fifth Ranked Eligible 

6 .  Sixth Ranked Eligible 

The following are the sel ection al ternative s :  

1 )  The General Manager may select two persons from the 

six certified to fill the 'iacancie s .  

2 )  Should the General :1anager l ater decide to f:..l l  

only one of t�No vacancie s ,  he shall then be restricted 

to select from the firs t  five e ligibles on the 

certification and may not selec t  the sixth ranked 

e ligible .  

EXCEPTIONS TO CERTIFI CATION P ROCEDURE S : Certified e ligibles 

'dho do not appear for interview (DNA) , Refuse appoin t:nen t 

( REF)  or is re j e cted by the General Manager for cause ( REJ )  
shall b e  conditions for supp lementing the original 

certification with additional eligib les to comp l ete the 

ce rtification . 

ALTE�NATIVE CERTif iCAT ION : The General Manager may certify 

eligibles from lis ts for higher c l a s s e s  to vacancie s in lower 

classes  in the event three are in sufficient e ligibles in 

the existing lis t .  This certification shall be done only 

when it can be determined that the certif ication wo 

conflict with the requirements o f  the Mer i t  

- 2 8  -
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SELECT iv� CERTIFICATION : Upon the reque st of the department 

heads and approval o f  the General Manager , selective 

certi fi cation wi l l  be made lvhen speci fic  identifiable 

qualifications and skil l s  are required for the suc c e s s ful 

p erformance of the dutie s  and respons ibi liti e s  of the position . 

These factors shall pertain to spec ial knowledge ski l l s  and 

abilities  p ertinent to certain p rogram operations 'tlhen the se 

qual i fications c annot be readily acquired after appoinGue nt . 

COO RD INATION OF BFOQ fu�D EEO ADMINT ST��TOR :  All require-

ments or other personne l actions which specify a �ona fide 

occupational quali fication ( BFOQ) must be coordinated through 

the Equal Employment Opportunity Admin istrator (EEO) , of  

the Civil Service Commi s s ion . , 

OBJECTIONS AND SUBSTITUTIONS : I f  a department head obj ects 

to any o f  the persons certi f ied , he shall  be required to 

document the reasons for ob j ecting to any individual 

certified from the l i st o f  eligible s . 

LIMITED TERl4 JI.PPO INT�!EN TS : Persons on e l igibil ity li sts 

selected for limited term appo intments shal l not have 

the ir name s  removed from the lists o f  e ligibles as the result 

of accepting a limited term appoinGuent . A permanent employee 

who elects to serve on a limited term appointment shall  

upon termination of  such appo intment be terminated from 

service unl e s s  a vacancy exists in the Autho rity for which 

the emp loyee meets the minimum 

however , that such appointment is in accordance 

Merit Promotion P l an .  I f  no vacancy exi sts , th 

shall be separated and shall be entitled to pri 

j', 
p lacement in accordance with his reemployment righ l 

-...,._�_...-



6 . 70 CONTRACTING E . � PERSONNEL S ERVICES : 

( a )  Con trac t s  shall not be used as substitute for hir ing 

employe e s . The Authority will not contract for personnel 

services which regul ar ly are performed by emp loye e s  

appointed under the Herit System. 

( b )  Contrac ts for p er s onnel s ervice s may b e  used only when 

( c )  

the use o f  

provis ions 

Factors to 

the con tract is in accord�nce with all legal 

including the Heri t Systel laws and rule s .  

be cons idered •,.;hich could �ide an adequate 

j usti£ication for using contracts �..;i th individual s for 

service inc lude : 

( l )  Emergency short-term work normal ly exemp t  from 

comp eti tive appointment methods i  

( 2 )  Par t - time profe s s ional work not in?ol ving 

admini strati'le duti es ; 

( 3 )  Inabil i ty of the government merit personn e l  system 

to provide qualified emp loyee s ;  

( 4 ) Contract for expert consul tation servi ces not 

availab le in the governmen t ,  when full - ti me emp loyment 

is not needed or prac tical , or when the need i s  

intermi ttent or for a short period o f  time . Such 

an expert might provide views or recommendations 

but would not p er form or supervise the p er formance 

o f  government functions ; 

( 5 )  Part-time services of pro fess ional 

( 6 )  Contract with an individual to produce 

such as an individual re search paper . 
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7 . 00 

7 . 10 

7 . 20 

7 . 30 

RULE VII INIT IAL PROBATIONARY PERIOD AND STATUS 

INITIAL PROBATIONARY PERIOD : All persons initially 

appointed from eligibility lists , in order to obtain 

permanent. status in the classified service , shall be 

required to serve a six ( 6 ) month probationary period. 

This period shall be considered an integral. part of the 

selection process and no �ppointment shall be final unless 

a performance report has been. prepared for this period 

stating that the a�p loyee ' s  service has been satisfactory 

and recommending that the employee be given permanent 

status . Such report shall be submitted to the General 

Manager no later. than ten ( 10) working days· prior to the 

expiration of. the probationary period . However , in those 

instances �here \� individual has been on extended leave , 

i.e . , in excess of thirty (30)  days , the probationary 

period. shall be extended an equivalent period of time . 

REMOVAL DURING INITIAL PROBATI ONARY PERIOD:. If an employee 

fails to render satisfactory service during the period of 

initial. probation , he may be removed by the General 

Manager. A written notice of dismissal shall be given to 

the employee with a copy to the Civil Service C ommission 

giving the reasons for such dismissal . An employee 

dismissed during the initial pro bationary period may 

appeal the dismissal only if he al.leges that the dismissal 

was- based on related EEO matters or other non-merit factors . 

PERFORMANCE REPORTS : Perf ormance report for the 

probationary emp loyee will be submitted to the General 

Manager no later than ten ( 10) days prior to the expiration 

of the probationary period .  

of the removal from service . 

CREDIT FOR PROBATIONARY TL'IE SERVED: 

limited. term employee who has served 

class of position to which subsequently certified , 

considered to have served the pro ba�icnary period . 



7 . 4 0 

7 . 5 0 

7 . 6 0 

P rovisional or limited- term emp loyees who are granted a 

leave of abs ence during the probationary period shall be 

given credit for time served on a p robationary basis prior to 

the l eave if they re turn to a position in the s ame cla ss  

within one ( l )  year . Emp loyee s  on leave in exces s of  thirty 

( 3 0 )  day s shall h ave their probationary p eriod adjus ted by the 

number of days of l eave taken in exc e s s  of thirty ( 3 0 )  days . 

REMOVAL DURING P ROBAT ION&l.Y PERTOD AFTER P ROi'lOTION : I f  

an employee fails to s atis fy a probationary period required 

as p ar t  of a promotion , the emp loyee shall be s erved a notice 

of unsatisfactory 9 er :Eormance wi tb. intent to remove from 

service . Th e employee shall h ave normal j ob protection 

rights covered in ��ese Rul es . The emp loyee shall be appointed 

to any vacant position wi thin the Authority which is in the 

same class that the emp loyee held prior to his promotion . 

I f  no vacancy exists , the employee shall be p laced on the 

reemployment list for the class  of position held prior to the 

promotion . 

STATUS : An employee , who has been examined , certified and 

appointed and who satis fac torily comp leted his initial 

p robationary p eriod shall be c onsidered to have 

p ermanen t s ta tus in the c las sified service . 

J,., '  • .. 

d L..l:alnea: 

FALS IF ICATION : Any emp loyee who has falsified his application 

or mis repre sented his background shall not be considered as 

h aving been examined . Upon finding of 

the General Manager shall c ause his p ay to 

- 3 1  -
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8 . 1 0 

8 . 2 0 

8 .  3 0  

8 . 4 0 

R .E VIII PERFOR!1ANCE REPC. _'S 

ESTABLISHMENT OF R.i\TING : The General Manager shall 

e stabli sh and may revise a system o f  e ffic iency ratings 

for the improvement o£ the service of employee s  in the 

Au��ori ty .  In ��e event that the employee is still not 

satis fied with his performance rating . After consultation 

w i �� the rater ' s  supervi sor , he shall be advised of his 

right to appeal , and shall be required to comply with the 

performance appraisal appeal procedures o f  the authori ty . 

The General Manager shall establish procedural 

requirements for the appeal of performanc e ratings . 

RESPONS IBILITY OF RATING :. The General Manager shall 

approve all performance ratings made '.Vi thin �'1e Authority . 

RESPONSIB ILITY FOR TRAINING: The General Manager shall 

provide periodic training for all leve ls of management 

concerning ��e development of 9erformance standaz:-ds , 

performanc e  interview techniques and performance rating . 

PERFO��CE R�TING FORM : Ratings shall be on a form 

se lected by the General Manager . The form shall , to the 

extent 90s sibl e ,  e ffective l y  differentiate between maj or 

categories of employment and shall minimize rating bias by 

supervisory personnel .  

PERFO��CE - RATING PERIOD : Ratings shall be made for : 

( a )  Probational emp l oyees during the fifth month o f  their 

probation; 

(b ) Permanent employees 

anniversary of their salary 

( c )  Employees a t  the request o f  

- 32 -



8 . 4 1 PERFORMANCE RATING RESPONSIBILITY : Persons doing the 

performance rating shall be supervisors immediately 

responsibile for the employee ' s  work . The superviso r ,  

however ,  must have supervised ��e employee for not less 

than ninety ( 90 )  calendar days during any single rating 

period . If  the employee is under the supervision of a 

supervisory personnel for less than ninety ( 9 0 )  calendar 

days , the previous supervisor. will be required to 

make an evaluation of the emp loye e ' s  work performance in 

the employee ' s  previous duties . In the event ��at one 

supervisor gives an uns atisfactory rating whi l e  the other 

gives a satisfac tory rating , the General Manager will 

- 3 2A -



8 . 4 2  

8 . 4 3  

'" 8 .  50 

8.60 

review both ratings ·and make the final decis ion 

based on the important factors which heavily weights the 

emp loyee ' s  overall performance , taking into cons ideration 

the, emp loyee ' s  previous performance ratings . 

PREL IMINARY EXPLANATION TO Eroi.PLOYEES : Rater will explain 

the purpose of the performance report to ��e employee and 

will also advis e  the employee of the factors he will be, 

rated on., 

POST-R�TING CONFERENCE :  After rating the employee , the 

supervisor will, confer with the a�p loyee and explain the 

reasons for the ratings . At this time the rater will 

point out the good points and will also offer suggestions 

in the areas where work performance can be improved ., The 

employee and the rater are encouraged to arrive at a 

mutual understanding and acceptance of the rating. If ��e, 

emp loyee feels, that the rating is not j us tified , he should 

be provided the opportunity to discuss the matter with the 

- rater' s ' supervisor to resolve the difference . 

USE OF PERFORM.�CE REPORTS : The performance report shall 

be used as the basic document in granting pay increas e , 

determining order of layoffs and in rating the emp loyee ' s' 

suitability for promotion. 

SALF--RY INCREMENT -, PROCEDURES : When a performance report 

shows that an employee has, rendered a satisfactory service , 

the employee may be advanced to the next higher step in 

the pay, range to which his class is as s igned with the 

approval of the General Manager and subject to the 

availability of funds . Employees advancing to step two 

( 2 )  through seven ( 7 )  shall be eligible for a one ( I )  step 

steps eight 

( 1 8) months of satis factory service in 

( 1 2 )  months 

/ mus t  serv 
1 -

the prev ''_ 

salary rate. However ,  if the employee is on le 

absence without pay for more than twenty ( 2 0 )  

- 3 3  -



8 . 6 1 

day s , the increment date shall be extended the numbe r  o f  

days i n  exce s s  o f  the twenty ( 20 )  days beyond the 

anniversary date thus creating a new increment date . I f  

an employee i s  a t  step ten (10 ) for three ( 3 )  consecutive 

years and has served s a ti s factoril y ,  his pay shall be 

adj u s ted to step ten ( 10 )  in the next pay range . The 

salary step incre a s e s  are not automatic , but are sub j ect 

to the approval o f  the General Manager and avai1ability 

of funds . 

EXEMP TI ONS : Emp loyees in the unclas s i f i e d  service are 

no t covered by the salary increment policy in Rule 8 . 60 .  

- 3 4  -
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9 . 0 1.  

9 . 0 2.  

RULE IX EMPLOYEE GRIEVAJ.'I!CE 

POLICY: Guam Telephone Author�ty employee s , whether 

temporary , permanent or part-time shall be encouraged to 

voice complaints and to make problems known to their 

�ediate supervisors _ Grievances shall be identified and 

corrected as soon as they ari s e .  The aggrieved a�ployee 

shall b e  as sured. freedom from restraint , interference ,  

discrimination or reprisal . 

CONSIDERATION :  All complaints shall b e  fully evaluated 

with consideration given to the caus e of the complaint and 

to the circumstances and personnel involved.  

EXCLUSIONs·:- The following matters are not covered by the 

grievance procedures � 

(a) disqualified applicant ' s  right to appeal ; 

(b) appeals: from examinations ; 

(c) appeals: against. employment medical examination results ; 

( d) appeals- of removal during probationary period after 

promotion;: 

( e) appeals- from classification determinations ; 

( fJ appeals o f  advers e personnel actions and other appeals 

handled by the Civil Service Commi s sion ; 

(g) a perf-ormance rating appeal ; 

(h) an allegation. or complaint of discrimination ; 

( i) When the. employee is in a unit covered by an exclusive 

recognition as an employee organization which has 

negotiated. grievance procedure s for that unit . When 

negotiated procedures exist , they shall b e  the 

exclus ive procedures available to pub lic emp loyees in 

the unit for settlement of individual or group 

grievances . 

(j) When an aggrieved employee submits a 

- of discrimination on grounds o f  race , 

sex or national origin , age , physical ha 

other non-merit factors in conncection w 
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which is sub j e c t  to the grievance procedures as 

well as the EEO discr imination complaint 

procedures , that all egation shall be processed 

under the EEO discrL�ination complaint 

procedures . 

GRIEVANCE P ROCEDURE : The General �!anager shall 

e s tablish procedures for informal and formal 

ad j us��ents o f  grievanc e s . 

- 3 6  -



1 0 . 0 0 

Ru:-�- X IN-SERVICE TRAJ."lSACTir--· ' 

DETAIL :  

( a )  A detail is the temporary a s s i gnment o f  an emp loyee 

to another po s i t ion or to a group o f  specific duties 

and responsibilities for a specified period , with the 

employee returning to his regular duti es at the end 

o f  the deta i l . Technicall y ,  a p o s i tion is not filled by 

a detail as ��e emp loyee continues to be the incumbent 

o f  the po s i tion from which he is detailed and his s alary , 

during the detai l ,  doe s  no t change . 

( b )  D etails shall b e  made only for meeting temporary needs 

o f  the Authori ty ' s  pro grams such as : 

( 1 )  Emergency details - to meet emergen c i e s  a s  a 

result o f  abnormal wo rkload , change in organi zation , 

or unanticipated absence s .  

( 2 )  P ending des cription and formal clas s i fication 

of a new p o s i tion . 

( 3 )  To meet short - term training needs . 

( c )  An employee shall not be detailed wi��in the fir s t  

ninety ( 9 0 )  days after his initial appoinb�ent . 

( d )  T o  avo i d  conflict with p rinciples o f  j ob c l a s s i f i cation , 

details will be limited to one hundred twenty ( 1 2 0 )  

days o r  less in any one calendar year . 

( e )  An employee in an exemp ted p o s i tion or 

emp loyed under a contract will no t be 

pos i tion in b�e class i f i ed service . 

( f ) N o thing in thi s  regulation i s  intended 

manageme nt ' s  perogatives in i ts day-to-dayv�� 
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work normally per formed by another emp loyee in any 

one calendar year . 

( g ) All details in exce s s  o f  thirty ( 3 0 )  days mus t be 

documented and must be app roved by the General Manager . 

- 3 7A -
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10 -10 

( h) Employees serving on a det ail in excess of thirty 

(30) days in a position having a higher pay range 

than his regular position shall receive. a payment 

differenti al., to be added to his base rate of pay, 

which sh all not be less th an the equivalent of a 

two-step pay increase in the pay range of ��e position 

perm anently occupied, b ut in no case sh all. an employee 

receive less than t he minimum rate established for 

t he. class of position to w hich he is det ailed . 

Payment. of differential shall be deferred until the 

a�ployee has served at least thirty (30)  calend ar 

d ay s  in a detail . 

APPOINTMENT IN AL'T ACT.ING CAPACITY : An a�ployee 'llhO is 

appointed to serve, temporarily in an acting capacity as 

head o f  ��e Authority shall be compensated, subject to 

av ailability of funds, during the period of such service 

by a. payment differenti al to be added to his base rate of 

payr measured by the difference in amount between the step 

in the p ay range he then holds and the salary paid the 

position provided, however, th at � 

(a) The period in acting capacity shall not be less ��an 

thirty ( 3 0) days and not to exceed one year ; 

( b )  P ayment differenti al shall b e  deferred until the 

employee has served thirty ( 30) calendar days in an 

acting capacity •. 

TRAL'TSFER : A tr ansfer is defined as a. ch ange from one ( 1 )  

position to another position of the .same class between 

Guam Telephone Authority and. another Government of Guam 

Agency or depa��ent or between Depa��ents or Divisions 

within Guam Telephone Authority or a change to related 

position in another class which carries the same pay range 

TRANSFER WITHIN GUAM TELEPHONE AUTHORITY : 

probationary emp lpyee may be transferred 

the same c lass in the same department or 
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10 . 13 

department upon request or notice of such transfer and 

approval. o f  the General Manager. Trans fer of an employee 

may b e  made from a position in one ( 1) class to a position 

in another class in the same grade wit..'J. the approval of 

the General Managerr only if it is determined. that. 

satis factory qualifications are possessed by the employee 

and that the best interest of Guam Telephone Authority is 

served by the transfer . 

INTERGOVERNMENTAL TRANSFER :. Any permanent employee o f  any 

federal agency or· local. government may b e  appointed to a 

position. having unusual qualifications such as those 

requiring highly developed skills and technical abilities 

without competition.. Such c>.ppointments will. be made only 

after determination by· the General Manager that recruitment 

for the position. cannot be made from the labor market 1 and 

that the individual. selected has the necessary knowledge 1 

abilities and skills to perform the work . Pay for· such 

appointment above step 1 will be subj ect to the approval 

of the Civil Service Commiss ion . 

LAYOFFS : The General Manager may terminate the services 

of an employee becaus e of the abolition of his position , 

lack of work or funds· or other reasons outside of the 

employee ' s  control which do not reflect discredit on the 

services of the employee . An emp loyee whos e  services are 

terminated under such circums tances shall be deemed to 

have been laid o ff .  

All employees of Guam Telephone Authority who have been 

employed for a period of not less than two hundred sixty 

( 260 ) working days shall be entitled to a written notice 

of at least sixty ( 6 0 )  working days prior to their layoff 

for any reason 1 beyond the control of the employee . In 

attempt to layoff any employee shall be void 

employee shall be in pay status until sixty ( 
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after he has been given written notice o f  his layo ff . 

This· Section shall not apply to removal from employment 

for caus e (refer to Public Law 13- 8 1 )  . 

ORDER OF LAYOFFS : The order of layoffs shall be determined 

in accordance with the following : 

(l) The General Manager shall determine in what department 
of the Authority the reductions shall occ= . 

( 2 )  The General Manager shall determine in what class 

series and at what level reduction in staff will have 

the least detrimental. effect on the Authority ' s  

operation and will. specify number o f  layoffs and 

pos itions to be eliminated from the specific clas ses .. 

( 3 )  Within the clas s series selected and a t  ��e specified 

.. level ,  all non-permanent employees of the Authority 

shall be laid off and in the following order : 

Part-time or seasonal , temporary , provisional , 

exa�pted , and probationary . An employee who attained 

permanent status but is· serving a new probationary 

period because o f  a promotion is· grouped with 

permanent employees for . layoff purposes . If additional 

reductions are necessary , permanent employees shall 

be laid of£ based on the following procedures :  

( a) P erformance ratings shall be the primary basis 

for establishing order of layoffs . 

( b )  Seniority shall b e  considered only in the event 

that performance ratings are subs tantially 

equal ;  one point shall be allowed for· each 

complete month o f  continuous government service 

in the class o f  the layoff o r  in the classif i ed 

or unclas sified pos itions , that , on the effective 

date o f  the layoff have substantially the same 

or higher maximum salary rate . 

(c) . Three-fourths ( 3 / 4 )  of one ( 1) 

classes below the layoff clas s .  

- 4 0  -



( d) rn add�tio n ,  any employee who has been subj ect 

to a formal disciplinary action in the last 

twelve ( 12 )  months prior to the date o f  the 

announcement o f  the layoff will have twelve ( 12 )  

po�ts substracted from his service po�ts . 

( e )  Any employee who has received a meritorious step 

increase in the past twelve ( 12 )  months of the 

date of the announcement o f  the layoff. shall 

receive three ( 3 )  additional service points . 

( f) In lieQ o f  being laid o ff, an employee may elect 

demotion temporarily to any clas s series in 

which the layoff is occurring with the Authority � 

( g )  Those employees laid off will have reemployment 

ri.ghts at a lower level within the. same class 

series determined by the total points . The 

individual being displaced establishes the 

layoff class for the purpose of points toward 

continued. employment •. 

(h) A copy of the layof f  computations as well as a 

copy of the notice o f  layoff will b e  furnished 

to· each employee who is laid off and a copy o f  

the notice o f  layoff will be incorporated in the 

reemployment files . 

( i )  The names o f  permanent and probationary employees 

who have served at. least three ( 3 )  months of 

consecutive service shall be placed upon the 

reemployment list. for· the clas s of pos ition 

:involved in the lay off , in reverse order of 

termination. Each person on such a list shall. 

retain el:ig:ibil�ty for appointment therefrom for 

a period of two ( 2 )  years from the date of their 

separation .. A permanent e.'Ilployee who had been 

laid o f f  and is reemp loyed shall 

status restored. 
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MERIT P ROMO·L·ION PLAL'T :  This plan appL!..eS to all clas s if i ed 

pos i tions in Guam Telephone Authori ty . 

MERIT PROMOTION PLAN REQUIREMENTS :  The Merit P romotion 

shall app ly to all promotion opportunities including 

temporary promotions in exce s s  of one hundred twenty ( 12 0 )  

days 

( a) 

( b )  

and. to the fol lowing kinds o f  personnel actions : 

Rea s signment or demotion to a pos i tion with known 

promotion potential . 

Selection for a detail o f  more than s ixty ( 6 0 )  days 

to a higher grade pos i tion or a detail to a pos ition 

with known promotion potential .  

( c )  Trans fer to a pos i tion having known promotion potentia l . 

( d) Reins tatement to a pos i tion at a higher grade than 

that held by the individual at the time of res ignation 

or to a pos ition having known promotion potential . 

( e )  Appoin��ent o f  current or former emp loyee from a l i s t. 

o f  eligibles to a pos i tion o f  higher grade than the 

p e rson now holds or last held or to a pos ition with 

known promotion potenti al . 

( f) S elections for any supervisory or manageri a l  pos i tions . 

( g )  Selection for formal training assignments des igned to 

meet requirements for promotion . 

P ROCEDURAL REQUIRE!-IENTS : The General Hanager shall 

establish procedures for the admini s tration of the 

Authority ' s  Merit Promotion Plan . 
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RULE XI ABSENCE FROM DUTY 

An employee in the service of Guam Telephone Authority shall be 

gove=ed by the following regulations in case of absence from duty . 

The General Manager shall be responsible for establishing leave 

procedures appropriate to the Authority. 

11. 10 

11. 2 0  

11. 21 

11. 22 

11. 2 3  

STRIXES � " S trike " means the temporary stoppage of work , 

slowdown or retarding work or s ervices by the concerted 

action. o f  employees . Any employee determined by the 

General Manager to have participated. in such illegal 

activities shall be subj ect to such disciplinary action 

considered appropriate for each individual cas e .  

Procedures for initiating disciplinary and/or advers e  

actions against an employee shall b e  in accordance with 

the prescribed guidelines adopted by the Civil Service 

Commission . 

LEAVE OF li.J>SENCE DEFINED = A !eave of absence is an. 

approved absence from duty for a prescribed period of 

time ,. with or without pay . 

LEAVE OF ABSENCE WITHOUT PAY DEFINED :. Emp loyees may 

reques t  leave without pay for good cause when their 

current annual leave will not cover the total period of 

requested leave . 

FORM OF APPLICATION : Application for leave of absence 

without pay shall be made in the form prescribed by the 

General Manager and shall indicate beginning and ending of 

the requested leave and reasons for the reques t .  

Acceptable reasons may include mil itary duty , maternity , 

s icknes s ,  study and other reasons which the General 

Manager may consider to be for the good of 

and the Authority . 

LEAVE OF ABSENCE - ADVANCE PAY : The General 

authorize advance salary payments in whole o 

employee s  for the period of approved annual 
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11 . 2 5 

' 

1 1 . 2 6  

1 1 . 2 7 

REVOCATION : Approved leave may be revoked by the General 

Manager when the good of the Authority requires it or when 

evidence shows that the employee on leave is engaged in 

activi ties for which leave would not have been granted . 

AUTHO RIZED ADMINISTRJI.TI"�i'E LEAVE : Leave with pay '.</ithout 

charge to the emp loyee ' s  leave may be authori zed by the 

General Manager for the following reason s : 

( a ) 

( b )  

( c )  

( d )  

( e )  

( f )  

( g )  

(h )  

( i )  

( j ) 

(k )  

Unusual weather conditions such as a typhoon or other 

maj or di saster . 

Incapaci tation as a result o f  an on-the- j ob inj ury 

and related treat�ent of the inj ury . 

Attend��ce at official meetings/ conferences on and 

o f f  is land . 

P articipating as a competitor in a GoverTh�ent o f  Guam 

personnel examination .  

Participation in A�ed Forces physical examinations 

prior to enlis D�ent and induction or upon direction. 

P articipation in a medical ex�mination reques ted by 

the Authority . 

Jury duty . 

Witne s s  leave . 

Mi l itary leave . 

Bereavement. leave . 

P aternity l eave . 

FITNESS OF DUTY EXJ'I.L'1INATIONS : Emp loyees '"ho have been on 

extended sick leave or leave without pay because o f  severe . 

illnes s ,  surgery , contagious disease or other medi cal 

prob lems shall be required to furnish a written statement 

from their physician that they may return to • . .;ork . 

Management res erves the ri ght to have the emp loyee obtain 

a fi tnes s for duty examinatio n .  

DENI.� O F  LEAVE O F  ABSENCE : N o  leave of abs enc e ,  with or 

without pay , shall be authori zed where it appears 

is reques ted for the purpos e  of : .  

( a )  Allowing the emp loyee to accept an 

o f  the Government o f  Guam . 
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(b ) Clearing the pos ition for a temporary appoin��ent . 

(c)  Acceding to political or improper influence .  

( d) Doing something contrary to the good of the service . 

HOLIDAYS : Emp loyees may absent themselves from duty on 

the Holidays es tablished by thes e Rules ; however , work 

as signments· may b e  required to be carried out if previous 

notification is given by the General Manager . When an 

employee is absent from duty at the close of the working 

day immediately preceding a holiday and at the beginning 

o f  the working day immediately following a holiday , and 

such absences are det·ermined to have been on a leave 

without pay status , �'le employee shall not be eligible for 

compensation for the holiday under· this Rule but shall be 

considered as on leave without pay status . 

LEGAL HOLIDAYS :· For purposes o f  these Rules , holidays are 

declared to b e  as follows : 

( l) New Year ' s  Day ( January) 

( Z) Washington ' s  Birthday ( Third Monday in February) 

( 3 )  Guam Discovery Day ( First Monday in March) 
( 4) Good Friday ( Friday before Easter) 

( 5. ) Memorial Day ( Las t Monday in May ) 

( 6 )  Independence Day ( July 4 th) 

(7) Liberation Day ( July 21st )  

( 8 ) Labor· Day (First Monday in September) 

( 9 )  Columbus Day ( Second Monday in October) 

(10 ) Veterans Day (November lith) 

( 11) Thanksgiving Day (Fourth Thursday in November) 

(12) Lady of Camarin Day (December 8th) 

(13 )  Christmas Day ( December 2 5 th )  

( 14) Island-Wide Election Day ; and 

( 15 )  Such other days as may be des ignated by 

o f  the Governor .  

I f  any o f  the holidays enumerated above fall 

the following MOnday is a holiday , and if any 

holidays fall upon a Saturday , the preceding 

holiday. 
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LEGAL HOLIDAYS FOR IRREGULAR TOUR OF DUTY : For employees 

whose workweek is other than Monday through Friday· and 

whose holiday falls on a non-workday , his holiday shall b e  

determined as follows : 

( a) Sunday Holiday 

( 1) When an employee ' s  workweek does not include 

Sunday and a holiday falls on Sunday , his next 

regulae workday within. his workweek is his 

holiday . 

( 2) When an employee •· s workweek includes Sunday and 

a holiday falls on the day that has been 

designated as his non-workday in lieu of Sunday , 

his:. next regular workday after his " in lieu of 

Sunday" within his workweek in his holiday . 

( b )  Other Holidav s �  

When a holiday ( other than Labor Day and Thanksgiving 

Day} falls on an employe e ' s  non-workday other ��an 

Sunday (or the non-workday des ignated as in lieu of 

Sunday ) , the regular workday preceding the employee ' s  

non-workday is· his holiday . 

ANNUAL LEAVE : 

( a) Emp loyees occupying permanent positions shall accrue 

annual leave in accordance with the following schedule : 

( 1) One-hal£ day ( 4  hours )  for each full bi-weekly 

pay period in the case of emp loyees with les s 

than three years of service . 

( 2 )  Three-fourths day ( 6  hours ) for each bi-weekly 

( 3 )  

pay period. except that the accrual for the last 

b£-weekly pay period in the year shall be one and one 

fourth. day (10 hours ) in the case of employees 

with three ( 3 )  but less than fifteen ( 15 )  years 

of s ervi c e . 

. One day ( 8  hours ) for each full 

period in the case of employees 

( 15)  o r  more years of service . 
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LEAVE YEAR : Leave year means the period from the beginning 

o f. the complete pay period in the fi scal year to the 

beginning of the first complete pay period in the following 

fi scal year. 

COMPUTATION OF YEARS OF SERVICE PRIOR TO TEE 19 6 1  LEAVE 

YEAR : For the purpo s e  of determining years o f  service 

prior to the 19 61 leave year , employees shall be credited 

with : 

( a )  All periods o f  emp loyment to include s ervice with the 

Naval. Government of Guam or with other Federal 

instrumentalities or agencies with Guam prior to 

August 1 ,  19 5 0  .. 

( b )  P eriods of service wi�� the Armed Forces of the 

United S tates subsequent to August 1 ,  1 9 5 0 . 

COMPUTATION OF YEJI..RS OF SERVICE COM.l1ENCING WITH 19 6 1  

LEAVE YEAR : 

( a) For the. purpose o f  determining years of service as a 

basis for the rate of accrual of annual leave , 

commencing with the. 19 6 1  leave year, employees shall 

be credi.ted with : 

( 1) All servi ce for which annual leave shall accrue . 

( 2) Full-time servi ce in a permanent position as an 

employee o f  the Judical Branch and Legis lative 

Branch . 

( 3 )  Periods o f  honorable service wi�� ��e Armed 

Forces of the United States which may be credited 

for Government of Guam retirement purposes as 

provided for in S ection 4 0 0 6 . 2 of the Government 

Code of Guam. 
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fu'l'NUAL LEAVE POLICY : 

( a) The policy o f  Guam Telephone Authority is that annual 

leave is a privilege granted for the mutual benefit 

of· the employee and the Authority in order to assure 

the frequent refreshment of the employee so that he 

may effectively perform his duties . It shall be the 

policy of the Authority to afford opportunity for 

employees to take leave , and particularly to avoid , 

whenever possible , loss o f  leave by· forfeiture . 

However ,  leave may be denied by the supervisor of the 

employee when the services of the emp loyee are required 

af.ter full. consideration of the employee ' s  reques t  

and operational requirements . 

( b )  The minimum charge for leave shall b e  one ( 1 ) hour 

and additional charges in multiples thereof .  Onder 

extraordinary circumstances unavoidable or necessary 

absence from duty of les s than one ( 1 ) hour � and 

tard�nes s ,  may be excused by the· department head for 

adequate reasons without charge to leave . 

CARRY OVER AND ACCUMULATION :  Annual leave accrued and 

unused in a leave year may be carried over to the next 

leave year. The total accumulation by such carry over 

shall not exceed sixty ( 6 0 )  days or four hundred eighty 

( 4 8 0 )  hours· except under the following conditions : 

Total accumulation of up to ninety ( 9 0 )  days 

or s even hundred twenty ( 7 2 0 )  hours may be 

authorized , sub j ect to the ap roval o 

�eneral Manage� and the Board o f  Directors , OL C.. 
when the additional accumulation results from 

the continued service o f  an employee at L�e 

reque s t ,  and for the convenience o f  the 

Authority. Otherwis e ,  any annual leave 

four hundred eighty ( 4 8 0 )  hours shall b 

automatically credited to such emp loye 
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accumulated sick leave , provided that not 

more than one hundred ( 1 0 0 )  hours shall. be 

credited to said leave. ( Public Law 14-4 4 )  • 

LUMP SUM PAYMENT : .  When an employee is s eparated , i n  lieu 

of being granted annual leave , he shall be given a lump 

sum. payment for any unus ed. annual leave on the date of 

separation.. In computing such lump sum payment , leave on 

leave shall not be allowed.  If any such employee i s  

reinstated or reemployed by the Authority prior t o  the 

expiration of the period. of accrued and unus ed leave on 

which lump sum payment is computed , he shall re��urs e  the 

Authority for any portion of such period which shall not 

have expired upon reinstatement or reemployment and shall 

be credited with unus ed leave balance for future use . 

S ICK LEAVE :· Employees occupying permanent positions shall 

accrue sick leave at the rate of one-half day ( 4  hours for 

each bi-weekly pay period) in which. they are. in pay status 

for the entire ten day s r  otherwis e  there shall be no 

accural for such period . 

ACCUMULATIONS :. Unus ed sick leave may be accumulated and 

carried over to succeeding leave years without limitation . 

USE OF S ICK LEAVE : Sick leave with pay shall be allowed 

whenever the employee. i s  compelled to be absent from duty 

on account of illne s s , injury or becaus e of quarantine of 

his family and/or res idence . Use of sick leave is 

appropriate for medi cal ,  dental , or optometric examinations , 

or for any mental health examination , counseling or 

treatment . 

CERTIFICATION : I f  any employee is absent because of 
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ADMINISTRATION OF S ICK LEAVE : I f  the certification 

required in S ection 11 . 5 3  of the Rule is not furni shed , 

all abs ences which would have been covered by such 

certifi cation shall be indicated on the payro ll as leave 

of abs ence without pay . 

SPECIAL P ROVIS IONS : The foregoing is s ub j ec t  to the 

following special provis ion s : 

( a ) Fals ification o f  an illness report shall be cons idered 

caus e for dis ci plinary action . 

( b ) S ick leave with pay shall be allowed during leave o f  

abs ence o r  vacations , ?rovided , however ,  that any 

s ick leave taken by an employee r..vhile on vacation 

mus t be supported by a certi=icate i s s ued by a 

licens ed physician . No emp loyee shall be al lowed to 

undertake gainful employment whi le on sick leave 

s tatus . 

( c )  The minimum charge for s ick leave shall be one ( 1 )  

hour , and additional charges in multiples  thereo f . 

( d )  Sick leave with pay , up to a maximum o f  :thirteen 

working days , may be granted in 
. � . 

aavance 0 .1- earn2ng 

such leave under the conditions de scribed in Rul e s  

11 . 5 0 , 11 . 5 2 and 11 . 5 6 .  I f  a n  emp loyee i s  s eparated 

from the !'.uthori ty '"'i thout having earn.ed all o f  the 

sick leave allowed and taken , there sha l l  be deducted 

from any money due him at the time of separation an 

amount equal to his salary for the period o f  lli'earned 

s ick leave allowed and taken . 

( e )  Res ponsib i lity for admini stration o f  thi s  Rule shall 

remain with the department heads , sub j ect to audit 

deemed des irable by the General Manage r . 

t1ATERNITY LEiWE : Maternity 

female employee occupying a permanent position wh 

ab s ent from work becaus e o f  confinement for chil 

Such maternity leave sha l l  not exceed ten ( 1 0 )  d 

shall be in addition to any accumul ated sick lea 

sha l l  be p aid l eave . Such maternity leave shall 
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ten ( 10 )  days encompas s ing the date of chi ldbirth , and any 

addi tional leave taken for such childbirth purpos e s  shall 

be charged agains t accumulated sick leave . 

RE INSTATEMENT OF ACCUMULATED S ICK LEAVE (Vesting) : S ick 

leave accrued for service with the Government of Guam 

shall ves t in the emp loyee upon accrual and s ha l l  remain 

ves ted so long as he is emp loyed by the go,rernment 

notwithstanding the fact that the emp loyee may be 

tran s fe::-:red to another entity r,qithin the Government o f  

Guam , provided that if such emp loyee i s  separated from 

s ervice for a period longer than three ( 3 )  years , he shal2. 

be di 'Te s ted of all accrued s i de leave . 

REQUEST FOR ABSE;-ICE F ROlYI DUTY : The General !'ianager shal l 

. e s tablish procedures  for all authorized ad..rnini s t.rative 

leaves described in Rule 11 . 2 5 and for employees ' requests 

for absence from duty . 
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RULE XII CLASS IFICATION AND COMPENSATION 

CLASSIFICATION AND COMPENSATION POLICY � It. is the policy 

of the government to provide an equitab le plan for the 

clas sification and compensation of pos itions in the 

classified service of the Government of Guam. This plan 

shall, to the extent feasible , be consistent with the 

legislative determinations affecting pay· administration as 

set forth. in Title V of the Government Code of Guam. 

TEE OFFICIAl CLAS S IFICATION PLAN: The official 

class ification plan and clas s s.tandards for the Government 

of Guam Executive Branch shall b e  filed with the Commission ;  

and shall conform with the title structure contained in 

Title v· of the Gcvernment Code of Guam as modified by law . · 

The Personnel Director who has b een delegated the authority 

and responsibility to clas sify pos itions mus t  have copies 

of the applicable published standards and plan for its use 

and reference . Published standards should be made 

available for review by emp loyees and officials of the 

Authori.ty .. 

PREPARATION AND PUBLICATION OF CLASSIFICATION STANDARDS : 

Pursuant to Section. 4 116 of the Government Code of Guam , 

the Commis sion shall prepare clas sifi cation standards for 

placing pos itions in their proper clas ses and pay ranges . 

In such standards , the Commi s sion shall : 

( a) Define the various clas ses of pos itions that exi.st 

in the clas sified service in terms of dutie? , 

respons ibilities and qualification requirements ;  

(b) Establish the offi cial clas s titles ; and 

( c ) · Set forth the pay ranges applicab le to such classes . 

The Commission shall also keep such standards up-to-date 

and may revise ,  supplement or abolish exi s tin ds , . e 
or prepar_e new standards so that as nearly ay+bfu '< .S! 
pf:i.cticable, pos itions existing at any giv Cill tW£.��i

/ 

the service will be covered by current pub ' sh��).�a 

CWIL S£RV&C£ (C /A' COIAMISi\llti 
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DELEGATION OF CLAS SIFICATION AUTHORITY AND RESPONSIBILITY : 

The Commis sion may delegate to the Personnel Director 

authority and. responsibility to class ify individual 

positions under its j urisdiction sub j ect to : 

( a) The Commis sion regul ations ; 

( b )  Clas s standards pub lished. by the Commission ; 

( c) Post audit by the Commission r 

( d) Classification appeal by the. employee . 

The Personnel Director is delegated the responsibility to 

review· published. standards and submit amendments 
'
to the 

s tandards for approval by the Commission . 

CLAS S IFICATION MAINTENANCE :  Pursuant to Section 4116 . 1  of 

the Government Code of Guam , t..'le Commi s s ion shall , from 

time to time , review such number of positions in t..'le 

Authority as will enable it to determine whether pos itions 

are being allocated to clas ses and ranges in conformance 

with or consis tent with pub lished standards . Whenever the 

Cornmissio� finds that. a posi tion is not allocated in 

conformance with �'le Class i fi cation P lan or that pos itions 

for which no s tandards have been published are not placed 

in. clas ses or pay ranges in conformance with. the 

Classification Plan , it shall place each such position in 

its appropriate class and grade and shall certify such 

action to the Authority , provided. that if a pos ition is 

downgraded , the pos i.tion title and pay range shall not be 

applicable to an incumbent until the expiration of two ( 2 ) 

years from the date of the downgrade . The Authority shall 

take action in accordance with such determination and such 

shall b e  binding on all administrative , certifying , p ayroll , 

disbursing and accounting officers of the Authority . 

Whenever the Commi ssion finds that the pos itions are not 

placed in clas ses and range s in conformance with the 

Class ification Plan , it may revoke or suspend in 

Director . Further , the Commi ss ion may 

- 53 -



12 . 0 5  

approval b e  s ecured before an action placing a position in 

clas s and pay range becomes- effective for payroll and 

other purposes . The Commi ssion may at any time restore 

such authority to the extent that it is s atisfied that 

subsequent actions placing position in clas sess and range s  

will_ b e  taken in conformance with the Clas sification Plan ._ 

INTERPRETATION OF CLASS SPECIFICATIONS : The clas s 

specification shall b e  cons idered in allocating positions 

and shall be interpreted as follow s :  

{ a) Class specifications are. de scriptive and explanatory 

and not restrictive .. The_ us e o f  a particular 

expression or illustration of duties , qualification 

requirements or other attributes shall not be 

regarded as excluding others not mentioned which are 

of similar nat=e _ 

{ b )  In determining the clas s to which_ any position shall_ 

be allocated , the specifications for each class shall 

be· considered as- a whole . Consideration shall be 

given to the general duties , specific tasks , 

responsibilities , minimum qualification requirements 

and. relationships to other clas ses . 

( c )  .� clas s specification shall b e  construed as a general 

description o f  the kinds of work characteristic o f  

positions that are. properly allocated to that clas s ,  

and· not as prescribing what- the duties or 

responsibilities of any pos ition shall b e ;  nor as 

limiting or modifying the authority which the Personnel 

Director has to take from , add to , eliminate entirely 

or otherwise change· the duties and responsibilities , 

to as sign duties or delegate responsibility to 

employees ;  or direct and control their work . 

Cdl  The fact that ffim�m 
the: incumbent 

- <:; J.  -



12 . 0 6  

. 12 . 0 1 

shall any one example o f  a typical task taken without 

relation to the other parts of the specification be 

construed as determining that a position should be 

allocated to the clas s . 

( e) The stata�ent of minimum qualification is to be 

cons trued as an expression of the minimum knowledge , 

abilities , skills and experience and training which 

would be required of any appointee to a position in 

the clas s· as p artial evidence of his ability to 

perform the work satis factorily . 

( f) Qualification requirements in the speci.fication for 

any clas s , as interpreted herein shall constitute ��e 

basis for the tests to be included in examinations 

for the clas s and for the evaluation o f  qualifications 

of applicants � 

TITLE OF POS ITIONS : The as signed class title shall be the 

official title for the purpose of. personnel actions and 

shall be used on payrolls , budget. and offici al records , 

reports and correspondence . This requirement , however , 

shall not prevent the use of organizational or other 

titles for internal administration , public conveniences , 

law enforcement , or similar purpos es , in accordance with 

Section 411 5  of the Government Code of Guam. 

POS ITION DESCRIPTION : The Authority must maintain a written 

description of the duties and respons ibilities of each 

budgeted. pos ition on a form prescribed by the Commis sion .. 

The description may be prepared by the employee , supervisor 

and/or position clas sifier . However , the maj or 

responsibility to insure accurate description is on the 

supervisor. The· supervi sor mus t certify as to the accuracy 

of the duties as signed . The position clas sifier mus t 

certify as to the proper clas sification of the 

Triplicate copies o f  the position description 

and a copy filed with the Commi s sion , P ers onn 

Division and the department head concerned . 
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The pos ition description must be amended whenever 
significant changes occur that would affect. the 
recruitment and classification of a pos ition and mus t  be 
promptly reported to the Personnel Director so that a 
review of the pos ition can b e  made to determine the proper 
classification of the position . Effective management and 
sound administration of the Position Classification Plan. 
require mandatory training for- department heads , divis ion 
heads and first line sup ervisors as they are responsible 
for maintaining current and accurate description o f  
as signments an d  for adhering to basic classification and 
position management principles . 

PERIODIC REVIEW OF DESCRIPTION AND CLASSIFICATION : In 
addi.tion to the. day-by-day work of describing and 
classifiying new or changed pos itions to reflect current 
duties as signed and reported by supervisors or a�p loyee s ,  
the Personnel Director must review , at intervals not 
exceeding two ( 2 )  years, all. positions of the classified 
service within his. jurisdiction to insure that the 
official pos ition descriptions accurately reflect the work 
being perfo=ed and that the positions. are properly 
classified and shall take appropriate action as neces sary . 
When a new pos ition is to be established/budgeted or a 
vacant position is to b e  filled , the department head shall 
submit a written j ustification , together with a position 
description , to the Personnel Director in order that a 
determination o f  proper clas s ification may be made . After 
the Personnel Director makes an allocation , he. shall 
notify the department head affected , in writing , of the 
approved allocation . No position may b e  filled until the 
Personnel Director certifies that the position is properly 
clas sified. Copies of all classification review b e  
filed with the Commiss ion. for post audit purpQS� 

RECLASSIFICATION/REALLOCATION OF POS ITIONS : 
Director may , upon his own initiative , 
reques t  of a pe=anent employee or the supe�l�� 
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investigate the duties o f  any position to determine if it 
is properly class ified , and shall take appropriate action 
as. neces sary , in accordance with the Conuniss ion ' s 
regulations , policies and procedures. In making a reques t  
for the review o f  a pos ition , the employee or the department 
head shall s e t  forth the changes that have occurred. in the 
particular position since the last review or other factors 
which in his opinion warrant reclassification. The 
Personnel Director shall, after a. thorough. review of the 
position , notify ��e depar��ent head and the employee 
affected o f  the action taken within twenty ( 2 0 )  calendar 
day s . A copy of· the study documented in a form prescribed 
by the Commis sion. and. the personnel action shall be filed 
with the Conuni s s ion for pos t  audit purposes . 

STATUS OF IN��ENTS w� POSITIONS ARE ��OCATED : 
( a )  When a. pos ition i s  reallocated as a. result o f  gradu� 

accretion of additional duties and responsibilities ,. 
the employee. L� the position shall be entitled to 
serve· in that clas s provided he continues to perform 
the. same basic functions and meets the minimum 
qualifications for the class to which the position is 
reallocated. 

(o) When a position is reallocated as a result of planned 
management action, the requirements of the Merit 
Promotion P lan must be comp lied with . 

( c )  If ineligible for reallocation to the pos ition as 
reallocated , the employee may be trans ferred , promoted , 
or demoted to an appropriate class by appropriate 
action in accordance with the provisions o f  these 
Rules . 

(d) When a position is determined to b e  reall�o��� 
lower clas s ,  the position title and p����5���;� 
applicable unti l  the expiration of t "' 
the date o f  �'le downgrade . 
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12 . 11 APPEAL OF CLASS IFICATION : An appeal of a class ification 

or reclas sification action may be filed by employees in 

classified po sitions , or department heads may obj ect to 

the class ification or recla ss ification of a po sition or 

positions . An appeal may be made no later than twenty 

( 2 0 )  calendar days from the effective date of the action , 

or notice of the action , which is in dispute ; and shall be 

filed in accordance with the following procedures : 

( a )  An employee aggrieved by the current or proposed 

classification of his position shall first appeal in 

wri�in� to the department head stating the reasons 

for which he believes his posi tion to be incorrectly 

clas s ified . 

( b )  The department head shall review the appeal and 

inform the appellant in writing of his view within 

ten ( 1 0 )  calendar days . If the department head 

determines that reclassification would be appropriate , 

it shall follow existing administrative procedures to 

request for reclass ification . 

( c )  I f  the deparD�ent head determines that the position 

is correctly clas sified or if no reply is received 

from the department head within ten ( 1 0 )  calendar 

day s ,  the emp loyee may appeal furth
'
er in writing 

within ten ( 1 0 )  cal endar days to the Personnel 

Director , stating the reasons for which he believes 

his position to be incorrectly classified . 

( d )  The P ersonnel Director shall , after conducting a 

thorough review and inves tigation , re spond in writing 

to the appellant , within ten ( 1 0 )  calendar days which 

will include : 

( 1 ) The decision of the Personnel Director ; 

( 2 )  A detailed statement of the po sition 

class ification j udgment upon which the 

is based ; 

( 3 )  A statement that the action may be app -

within ten ( 1 0 )  calendar days to the C 
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( e )  The Conuniss ion upon receipt of the appeal may 
conduct a hearing and render a final decision within 

ten ( 10 )  calendar days . The Commiss ion shall make 

authoritative findings as to the correct classification 

of the position , and such shall be binding on all 

administrative , certifyin g ,  payroll , disbursing and 

accountin� officers of the Author ity . 

( f) Department heads may file an appeal in the same 

manner as an employee .  

CREATION OF NEW POSITIONS AND CLASSES : Pursuant to 

Section 4 1 0 7  o f  the C-overnment Code of Guam , new positions 

or class e s  of positions may be created by the Governor ,  

and shall be submitted to the Civil Se�rice Commission 

within thirty ( 3 0 )  days , which shall be terminated. unless 

approved by the Commis sion within sixty ( 6 0 )  days thereafter. 

However , no such posi.tions or classes of pos itions may be 

created. in the absence o f  appropriation to pay the· salaries 

of the new positions . This provision shall not apply to 

positions specifi cally required by law to be confirmed by 

the Guam Legislature. 

Any request for creation of a new class or classes of 

position must be submitted in accordance with the 

Commission ' s  policies and procedures .  

THE COMPENSATION PLAN : All positions in the clas sified 

service shall be allocated to classes and pay ranges as 

approved by the Commis sion . The ranges of rates allocated 

to a. class or classes of positions shall be in accordance 

with the schedule set forth in Section 4 1 0 3  of the 

Government Code of Guam,. as amended. 

MAINTENANCE OF THE COMPENSATION. PLAN.: 

shall r once every two ( 2 ) years , or as 

conduct a salary survey . On the basis of inforn�f. 
the s tudy, the Commission shall recommend to th 

such changes in salary ranges as are deemed to � 
to the maintenance o f  a sound compensation struct

�71��� 
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12 .19 

SALARY. RATE FOR INITIAL APPOINTMENT : In accordance with 

S ection 4 0 04- ( a )  of the Government Code o f  Guam , the minimum 

rate of each pay range shall be the normal rate for initial 

employment ; except where authority to recruit above the 

minimum step is approved by the Commis sion . 

RECRUITMENT ABOVE THE MINIMUM STEP : The Personnel Director 

may, with the approval of the Commission , authorize 

recruitment above the minimum step if such action is 

warranted by recruitment difficulties or by the new 

employee ' s  unusual qualifications including experience . 

PAY ADJUSTMENT ON PROMOTION : Pursuant to Public Law· 

13-71 ,  an employee when promoted from one ( 1 ) class to 

another of a higher pay range shall receive a salary which 

is not less than the equivalent of two- ( 2 ) step pay 

increa s e  in the pay range held. prior to promotion . Step 

10. shall be the maximum. step for any step increase upon 

promotion ... Employees· who are reverted to their former 

clas s after unsatisfactory probationary period following a. 

promotion shall have their salary reduced to the s alary 

rate received prior to the promotion .  

PAY RANGE REASSIGNMENT : A department head 1 or ernployee 

may initiate a written reques t  for consideration of 

amendment to the pay range allocation for a class of 

position with j ustification consistent with the reasons 

given· in the definition of pay· range reass ignment . Such. 

request shall be submitted to the P ersonnel Director for 

his action. If the findings of the P ersonnel Director 

L�dicates the need to amend the pay range allocation , he 

shall. submit a written request with j us tification to the 

effective as directed by the Commission . 

REAS S IGNMENT OF CLASSES DUE TO ECONOMIC COND I 

accordance with Section 4117 of the Governmen 

Guam , as amended , the Governor may , upon the 
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12 . 21 

of the Commission , when he finds the economic conditions 

warrant the necessity therefore , reas sign classes. of 

positions to higher or lower pay ranges within the pay 

range s chedule than those. to whi ch they are ass igned in 

Section 4 10 3  of the Compensation Law ; provided , however, 

that all class e s  of posi.tions in the classified services 

are reassigned at one. ( 1) and the same time and in the 

same manner and to the same· extent ; and provided further , 

that such reassignment shall not become effective without 

the conc=rence of the Legislat=e. 

PAY ADJUSTMENT FOLLOWING PAY RA:NGE REAS SIGNMENT : 

( a) When a pay range for any clas s is reassigned to a 

higher salary range and there is no change in the 

position class ification , the employee in the clas s 

shall b e  compensated at the same step of the new pay 

range as he was in. the pay range held prior to the 

reass ignment . 

( b )  If the pay· range reassignment i s  to a lower· salary· 

range,.  the employee ' s  salary rate prior to the pay 

range reassignment. shall be retained -

( c) The Commission may grant an exception to the above 

provisions when au��ority to recruit above the 

minimum step has been granted for the class of 

position reassigned . 

PAY ADJUSTMENT FOLLOWING RECLASSIFICATION OF POSITIONS : 

( a) When a position is reclassified to a class· of a 

higher pay range , the employee shall receive a salary 

which is not less than the equivalent of a two-step 

increase in the pay range held prior to the reclassi

fication; however , step 1 0  o f  the pay range shall be 

the maximum step for any pay adj us tment •. 

(b } When a position is· reclassified to anothe 

the same pay range , the salary of the i���� 
remain unchanged . 
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1 2 . 2 4  

( c) When a po sition is reclass ified to a class of a lower 

range , the salary o f  the incumbent prior to the 

reclas sification shall remain unchanged until the 

expiration of the two ( 2 )  year waiver as provided in 

Rule 12 . 10 ( d) . 

EFFECTIVE. DATE OF RECLASS IFICATION OF POS ITIONS : 

( a) When a pos ition is reclassified to a class of the. 

same or higher pay· range , the effective date shall. b e  

after the approval of· the Personnel Director .. 

(b) When a position is reclassified to a class of lower 

pay- range ,.. the effective date shall be upon the 

expiration of two ( 2 )  years of the date of the. 

downgrade .  

PAY ADJUSTMENT FOLLOWING INVOLUNTARY DEMOTION : 

( a) Persons demoted involuntarily for adverse or 

disciplinary purposes shall be. reduced at least one 

(1)  salary increment and may , upon the approval o f  

the Personnel. Director , be reduced to the lowe s t  rate 

on the pay range of the position to which they are 

demoted � 

( b )  Persons demoted involuntarily due to fiscal constraints 

or lack of funds shall receive a salary which is les s  

than the s alary held prior to the detnotion. 

( c) P ersons demoted involuntarily due to position 

reclass ification shall retain the salary rate held 

prior to the reclas sification action. 

PAY ADJUSTMENT FOLLOWING VOLUNTARY DEMOTION : Voluntary 

demotion shall be made without change in salary at the 

dis cretion o f  the Personnel Director provided , however ,  

that a demoted employee shall not receive a rate of pay in 

excess of the maximum. of the pay· range to which demoted . 

PAY ADJUSTMENT FOLLOWING 

person who is reemployed or 

of Rule VI shall be paid at 
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been entitled had he remained in s ervice , but that no 

credit shal l be given toward progressive salary s tep 

increas e s  within the range . 

SI-.LARY INCREMENTS : S alary increment annivers ary dat es 

will not change when : 

{ a )  The pay range for a class  or c las s e s  o f  pos i tions 

have been reas s igned purs uant to Sections 1 2 . 1 8  and 

12 . 1 9 ;  
( b )  P ay adj us tment resul ting from s tatutory amendments to 

the pay range s chedul e ;  

( c )  An employee :-eceives acting pay di£ferential 

( temporart promotion ) ; 

( d )  An emp loyee i s  granted meritorious s ervice salary 

s tep increase ; 

( e )  An employee is tran s f erred from one position to 

another o f  the same or relateC class of posi tion and 

retains the s ��e salary rate upon trans fer ; 

( f )  An employee i s  invo luntarily demoted ::or other than 

advers e  or di s ciplinary reasons ; 

( g )  Reclas s ification to a class o f  the same pay range or 

lower and the emp loyee re tains the same salary rate ; 

( h )  On educational leave without pay ; 

( i ) On mili tary l eave without pay ; 

( j ) On leave r.v itho1,1t pay beyound t·.venty ( 2 0 )  work days as a 

result o f  a rNork conne.cted inj ury ; 

( k )  On Iea;le '.Vi tho ut pay for less  thar: twenty ( 2 0 )  days . 

MERITORIOUS SALARY INCREASE AWARD : The Pers onnel Director 

may grant meritorious salary increase award to employee 

with p ermanent status who : 

( a )  Contribute to the s ervice o f  the Authority above and 

beyond the requirement o f  their official position 

c l as sification ; and/or 

( b )  Render outs tanding service to the 

performing ass igned duti es . 
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Meritorio�s service salary increas e  shall be limited to 

one step on the pay range for the clas s .  Howe ve r ,  i f  the 

s a l ary rate o f  the emp loyee is a t  step ten ( 1 0 ) , the 

employee may be granted one step higher in the pay range 

next above the ��ploye� ' s pay range . 

There shall be a waiting p eriod o f  twelve ( 1 2 )  months 

between each meritorious s a l ary increase award . 

OVERTIME PAY : Overtime work may be authori zed by the 

Personnel Director in cases of emergency or when the bes t 

interes t  of ��e Authority ' s  service indi cates that overtLue 

work is required . Compensation for overtime work shall be 

at the. rate of one and one half times the employe e ' s  

hourly rate o f  pay as prescribed by Section 4 0 0 4 ( c )  o f  the 

Government Code o f  Guam ;  or in the abs ence o f  any funds 

for overtime compensation , compensatory tLue-off shall be 

granted at time and one-ha l f . Compensatory time-o f f  shall 

be granted wi thin four ( 4 )  pay periods from the date in which 

it is earned , and any compensatory time not used within four 

( 4 )  p ay period interval shall be converted to overtime pay 

the following pay period . All employe e s  covered by the s e  

Rul e s  shall b e  eligible for overtime pay o r  compensatory 

time in lieu o f  overtime . 

I t  shall be the policy o f  the Authority that overtime work 

be held to a minimum consi stent with the needs and 

requirements o f  sound and orderly admini stration . 

Each time an emp loyee is recalled 

rate s . I f  such emp loyee works overtime 

or mo re , the total time worked shall be 

.J- 1... - .!... - -'- - , - - -
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1 2 . 2 9 HOLIDAY PAY : When any employee is absent from duty at the 

close o f  the working day immedi ately preceding a hol iday 

and at the beginning o f  the working day ir.mediate ly 

following a ho liday , and such absence is de termined to 

have been on a leave without pay status , the employee 

shall not be eligib le for compensation for the holiday 

under this Rule ,  but shall be conside red as on leave 

wi L�out pay status . 

For purpo se o f  the s e  rule s  ho liday s are declared to be 

thos e  identified on Rul e  1 1 . 31 and 11 . 3 2 .  
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12 . 32. 

Employees who are required , because of emergency or other 

reasons authorized by the Personnel Director to be present 

on the j ob on those holidays ( or their equivalent day) 

shall be paid at a rate equivalent to double t.'1eir hourly 

rate of pay . 

NIGHT DIFFERE:t-."'TI.AL PAY : All employees of the Authority 

except the General �1anager and his Deputy shall be entitled 

to night differential pay , calculated at the rate o f  their 

regular wage plus ten percent ( 1 0 % )  for all periods worked 

between the hours of 6 : 00 p . m .  and 6 : 0 0 a . m  • .  

PAY D IFFERENTIAL FOR IR."REGULAR OR INTERMITTENT E.l\ZA..RDOUS 

DUTY OR DIRTY WORK : Employees who are as signed irregular 

or intermittent duty involving unusual physical hardship 

or hazard to the employee shall be paid a premi um in the 

form of an additional percentage of their hourly salary 

rate for those hours worked on such assignments . 

AUTHORIZATION OF PAY FOR ENVIRO��NTAL DIFFERENTIAL : 

( a) Pay is authorized for � 

( l) Exposure to an unusually servere hazard which 

could result in significant inj ury , illness or 

death , such as working on a high structure when 

the hazard is not practically e l iminated by 

orotective faci l iti es or on an open structure 

when adverse conditions such as darknes s ,  

lightening , steady rai n ,  or high wind velocity 

exi st. 

( 2 )  Exposure to an unusually severe physical 

hardship under circumstances which cause 

signifi cant physical discomfort or distress not 

practically eliminated by protecti ve devices : OR 

( 3) Exposure to an unusually severe working condition 

eye , ear or nos e  
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cause abnormal soil of body and clothing , etc . , 

and where .  the distress or discomfort is not 

practically eliminated . 

( b )  Some o f  the environmental differential lis ted below 

are payable whenever the criteria in the category 

difinition are met .  The others are payable only if 

protective facilities , devices or clothing have not 

practically eliminated the hazard , phys ical hardship 

or working conditions of an unusually severe nature . 

IRREGULAR OR INTERMITTENT DUTY : 

Categorv For wnich Payable 

( a )  Hot Work : Working in confined 

spaces wherein the employee is 

subj ect to temperatures in excess 

of 110. degrees fahrenheit where 

sudQ exposure is not practicallY 

eliminated bv the mechanical 

equipment or protective devices 

being us ed . 

( b )  High Voltage Electrical Energy � 

Working on. energized electrical 

lines rated at 4 , 16 0  volts or 

more which are suspended from 

utility poles or towers ,  when 

advers e weather conditions such 

as steady rain , high winds , 

lightening, or similar 

environmental factors make the 

work unusually hazardous .. 

(c)  Work in Open Trenches : Working in 

open trench fifteen ( 1 5 )  feet deep 

or more until. proper shoring has 

been installed. 

- 6 6  -
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Category For Which Payable 

( d )  Poisons ( Toxic Chemicals ) Low 

Degree Hazard: l'i'orking with or in 

proximity to poisons ( toxic 

chemicals other than tear gas or 

similar irritating substances ) in 

situations for which the nature 

o f  the. work does not require the 

individual to be in as direct 

contact with , or exposure to , the 

more toxic agents as in the case 

with the work described under high 

hazard for this class of hazardous 

agents and wherein Protective 

devices and or safety measures 

have not practically eliminated 

the potential for personal injury. 

Differential Rate 

4% 

(e)  Micro-Organisms Low Degree Haz ard : 4% 
Working with or in proximity to 

micro-organisms in situations for 

which the nature of the work does 

not ' require the individual to be 

in direct contact with primary 

containers of organisms pathogenic 

for man , such as culture flasks , 

culture test tubes , hypodermi c 

syringes and similar instruments , 

and biopsy and. autopsy material and 

wherein the us e o f  safetv measures 

have not practically eliminated the 

potential for personal injury .  

- 67 -. 



Category For Which P ayable 

( f) Underground Work : Working 

underground in the construction 

o f  tunnels and shafts , and the 

inspection of such underground 

construction , until the necessary 

lining of the shaft or tunnel has 

eliminated the hazard •. 

(g) High Work : Working on any 

str.ucture o f  at least fifty ( 5 0 )  

feet above the base leve l ,. ground 

deck , floo r ,  roof , etc . , under 

open conditions , if the structure 

i s  unstable or if scaf.fo lding 

guards or other protective 

facilities are not used , or if 

p erformed under advers e conditions 

such as darkness.,  lightening ,  

steady rain , or high wind velocity . 

Differential Rate 

25% 

25% 

(h)  Work in Unsafe Structures : Working 25% 

within or· immediately adj acent to 

a building or structure which has 

been severely damaged by earthquake ,  

fire , typhoon , flood or similar 

caus e ,  when the structure has been 

dec·lared unsafe by competent 

technical authority and when such 

work is cons idered necessary for 

the safety of personnel or recovery 

of valuable materials or equipment , 

and work.. is authorized by competent 

authority . 
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Category For 'i'lhich P ayable Differential Rate 

(i)  Dirty Work : Performing� work which 

subj ects the employee to soil of 

body or clothing: 

( 1) Beyond that normally to be 

expected in performing the 

duties of the classification; 

and 

( 2 )  Where the condition is not 

adequately alleviated by the 

mechanical equipment or 

protective devices being used r 

or which are readily available , 

or whe31 such devices· are not 

feasible for us e due to health 

considerations ( excess ive 

ternp.erature, asthrnetic conditions , 

etc. ) � or 

( 3 )  When the us e o f. mechanical 

equipment or protective devices , 

or protective clothing results 

in. .an unusual degree of discomfort . 

4% 

ADVANCE SALARY PAYMENT : In accordance with Section 4 1 0  6 ,  

Government Code of Guam, an� emp loyee , may prior to taking 

authorized annual leave receive a lump sum payment in 
advanc e  for the period of leave authorized , provided that 

period of such leave shall not be less than ten ( 1 0 )  

consecutive days . If any such employee returns to work 

status prior to the expiration of the 

which he. received payment in advance , 

the Authority for the unexpired leave , 

restored to the employee ' s  credit .  
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RULE XIII EMPLOYEE DISCIPLINE 

GENERAL PROVIS IONS : 

( a) Responsibility for DisciPline : The management o f  the 

Authority derives its authority and responsibility 

for emp loyee discipline under the provisions of 

s·ection 4 0 0 4 , Title V of the Government Code of Guam. 

The Authority has the responsibility to remove , 

demote or reassign to another position any employee 

whose· conduct or capacity is such that his removal , 

demotion or reas signment will promote tb.e efficiency 

of the Authority . 

(b ) Delegation of Authority : The General Manager shall 

delegate responsibility for administration of 

day-to-day discipline to first�line supervisors to 

include such actions as oral admonitions and letters 

of reprimand -

( c )  Vested Authority � The General Manager is the only 

official of the Authority vested with authority to 

remove , demote or suspend an emp loyee _ 

JOB PROTECTION PROCEDURE S : 

( a )  All levels o f  supervision and management share the 

responsibility
.
for strict adherence to clas s ified 

employees '  j ob protection rights and considerations 

including : 

( 1 )  Informal counseling at the first indication that 

on-the-job or personal problem is affecting the 

employee ' s  j ob performance ; 

( 2 )  · A reasonable opportunity for the employee to 

improve the level o f  

· correct unacceptable 

tardines s  or lack o f  attention to 

requirements ; 
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( 3 )  The right to a letter of notice of· a proposed 

adverse action such as a suspension , demotion , 

or dismissal ; 

( 4 )  The right to reply to the notice of a proposed 

adverse action and careful consideration of any 

repl.y; and 

( 5 )  The right to appeal to the Civil Service 

Commission as provided in the Civil S ervice 

Commission Rules and Regulations Relative to 

Demotion , Suspension , Dismissal. and Appeal of 

Adverse Actions and Discrimination . 

(b)  The General Manager is accountable for as suring that 

all supervisory personnel receive orientation and 

training on the Authority ' s  bas ic intent that 

discipline shall. be a method. of contro-lling people in 

such a way as to produce satisfactory · j ob perfomance . 

The use. of discipline in a punitive matter is 

inconsistent with the Authority ' s. concept of 

discipline as an opportunity to provide constructive 

correction . 

DISCIPLINARY ACTION : Each of the following shall 

constitute cause for discip line of an employee , which may 

b e  dismis sal , suspension , demotion or other appropriate 

action : 

( a) Fraud in securing appointment ; 

( b )  Incompetence ; 

( c )  Inefficiency ; 

(d)  Inexcusable neglect of duty ; 

( e) Insubordination ; 

( f) Dishonesty; 

(g) Drunkenness on duty; 

(h) Intemperance ;-

( i )  Addiction to the us e of narcotics or h 

drugs ; 

( j )  Inexcus able absence without leave ; 
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( k )  Conviction o f  a. felony o r  o f  a misda�eanor involving 

moral turpitude; 

( 1) Discourteous treatment of the public or other 

employee s ; 

(m) Improper political activity ; 

(n)  Willful disobedience ;  

( o )  Misuse of government property; 

( p )  Refusal. to take and subscribe any oath or affirmation 

which is required by law in connection with his 

employment ; 

( q) Other failure of good behavior either during or 

outside of duty hours which is o f  such a nature that 

it caus es discredit to the Authority . 

DISCIPLINARY ACTION PROCEDURE S : Procedures for processing 

disciplinary actions shall be in accordance with the Civil 

Service Commission Rules and Regualtions relative to 

Demotion r Suspension , Dismissal and. Appeal of Adverse 

Actions � 
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RULE XIV SEPARATION AND CLEARANCE 

SEPARATION : l'lhen an employee decides to separate from the 

service of the Authority , he shall be required to submit a 

formal resignation letter at least two ( 2 )  weeks in advance 

of his anticipated separation date . However , because of 

extenuating circumstances., resignations submitted less 

than two ( 2 )  weeks in advance may be accepted . 

EXIT INTERVIEW : A personal interview shall be provided 

each employee separating his service from the Authority 

prior to the effective date of separation . The interview 

shall be conducted in such manner as to obtain from the 

separating· employee the true reason or reasons for his 

separation. S uch interview shall be recorded on forms 

prescribed by the General Manager and be made a part of 

the: personnel j acket. The interview shall be conducted by 

the Personnel Services Divis ion . 

CLEARANCE :· Each separating employee must be cleared of 

all obligations and prop erty accountability within Guam 

Telephone Authority and other governmental agencies no 

later than the employee ' s  last working day . A separation 

clearance form will be provided each separating employee 

who will be authorized to be ta�porarily relieved o f  his 

regular duties without charge to leave only for the 

purpose o f  obtaining clearance . 
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RULE XV' SEVERABILITY 

VALIDITY : If any of the provisions of these Rules and 

Regulations , or the application for such provisions to any 
persons or circumstances shall be found invalid , the 

validity of the remainder of the provisions or the 

validity of the provisions , as applied to other persons or 

circums tances , shall.. not be affected thereby . 
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G L 0 S S A R Y 

1 .  Accretion of Duties Duties which only incidentally affect the 

level of the employee ' s  performance or a change in. workload , 

procedures , or organization which was not the result of planned 

management action. 

2 .  Administrative Leave As us ed. in these Rules , administrative 

leave with pay without charge of annual leave •. 

3 .  Allocation or Class ification The assignment of an individual 

position to an appropriate class in the class ification plan on 

the basis o f  the kind. and level of difficulty of the duties and 

j ob requirements of the work performed in the position . 

4 .. Branch A maj or subdivision of the two ( 2 )  principal segments 

of· the position classification plan , consisting o f  several 

occupational group s .  

5 .  Class of Position Includes all positions which are sufficiently 

similar, as to ( a) kind and subj ect matter of work ; ( b )  level 
o f  difficulty and respons ibility ; and ( c )  the qualification 

requirements of the work to warrant similar treatment in 

personnel and in pay administration . 

6 .  Class Series Consists o f  two ( 2 )  or more classes that are 

similar in line of work but differ in level of responsibility 

and dif.ficul ty . 

7 .. Clas s Specification An official document which describes 

the general characteristics of the clas s ,  including a title , 

the nature and statement of examples of typical duties performed , 

a statement of· mimimum qualifications , specifying knowledgeable 

abilities and skills and experience and. training requirements 

needed to perform the work which provides the 

placing each 

8 .  Clas s Title The official name given to a 

identify the clas s and all _I used for personnel , budget 
v 



9 .  Classification or P osition Classification Plan A plan in which 

classes of positions are arranged in a logical and systematic 

order according to similarities and difference in duties, 

responsibilities, and qualification requirements . 

1 0 . Classified Service Includes all a�ployees in the Government 

Service who are subject to the provisions of Section 4 0 0 7  of 

the Government Code of Guam. 

11 . Commission As used in these Rules , Commission shall mean the 

Guam Civil Service Commission. 

12 . Compensation Plan A compilation of all classes of positions in 

the classification plan setting forth the assignment of pay 

ranges in accordance with Section 4 1 0 3  of Title v of the 
Gove��ent Code of Guam , as amended . 

13 . Compensatorv Time-off TL�e-off in lieu of overtime pay . The 

amount of time off shall be granted at time and one-half. 

14 . Creation of New Class or Classes of Positions Positions 

created pursuant to Section 4 1 0 7 of the Government Code of Guam 

because there is no existing class in the classification plan 
to which a position can be properly allocated . 

15 . Demotion The change of an employee to a position with a lower 

maximum salary rate . 

1 6 . Demotion (Involuntary) Demotion of an employee for cause. 

1 7 . Demotion (Voluntarv ) Demotion requested by an employee in 

order to retain employment . When layoff from a position is 

imminent or for other reasons when the action is entirely 

voluntary on the part of the employees and not for cause . 

1 8 . 

19 . 

2 0 . 

\ 
Detail Is the temporary assignment of an employee to perform a 

particular function . Detail shall not be for a period of more 

than one hundred t•,.;enty ( 1 2 0 )  days in any one calenda:rr'o'oe.a 
\ \�""-'--��/ 

Dismissal Separation, discharge or removal of an�e�P���e � m [,, � "'\f\'JtU 
his or her position for cause . "n '\·<';-0 ,ss\l .Cf:J 

� A task assigned to an employee by a resp��: ib��is��:ct. (0 
management authority . '<(r · '::£11\�ll\1-r§ 

��----\ 



2 1 .  Emergency Situations which may j eopardize human life and 

property or s ituations which are administratively uncontrollable 

due to the demand of the work situations and which must be 

ameloirateQ in order to mee t  critical obligations of the 

Authority. 

22 . ?mployea Any person employed by· ��e Authority .  

23 •. Exempt Employee As used in these Rules , exempt employees are 

unclassified employees as defined by law and are not sub j ect to 

these Rules and Regulations except for employee benefits as 

provided by taw. 

24 . Graded Clas ses of Pos itons Includes clerica l , technica l , 

profes sional and administrative positions . 

25. Grievance As used in these Rules , a grievance is a. complaint 

which relates to working conditions- and relationships or to the 

Authority ' s  policies , rules and regulations , which cannot be 

resolved. through informal discussions with. the immediate 

supervisor .. 

. 26 . Initial Probationary Period As used in these Rules , initial 

probationary period is that period in which an employee 

initially serves to attain permanent status as a Government of 

Guam Employee . 

27. Job Family or Occupational Sub-Group A grouping of two ( 2 )  or 

more closely related series of clas s es . 

28 . Known Promotion Potential. Clas s series o f  pos itions within an 

organization which provides upward career mobility exclusive of 

supervi sory pos itions . 

29 . Layoff The involuntary termination of employment as a result 

o f  reorganization or lack of funds or for other reasons outside 

of the employee ' s  contro l .  

3 0 . 



3 1 . Limited Term A ��intment Temporary appoiC .ment to posi tions which 

are temporary or p ermanent in nature which shall not exceed one 

( 1 )  year . 

3 2 . Merit Promotion Promotion within the c l a s s i fied service which 

is covered under the Merit Promotion P lan of ��e s e  Rul e s . 

3 3 .  Minimum Qualific ations Minimum experience and training 

requirements derived from the knowledge , abilities and skills 

and other qualifications required to perform ��e dut i e s  and 

responsibilities o f  the pos ition . 

3 4 .  NePotism Supervisor-subordinate rela tionship between and among 

spouses and persons within the first degree of consanguinity . 

3 5 . Occupational Group A ma j or subdivis ion o f  an occupational 

category consisting of one ( 1 )  or more job famil ie s . 

3 6 . Open Competitive As used in thes e  Rul e s , means an examination 

which permits the comp e ti tion of persons who mee t  the 

requirements of ��e o f fic ial announcement for the pos ition and 

is not restricted to persons currently employed in the classified 

service . 

3 7 .  Overtime Hours in excess of eight ( 8 )  hours o f  any workday or 

forty ( 4 0 )  hours in an adminis trative r.vorkweek . Clas s i fi e d  

employee s whos e  workweek schedule doe s  not con s i s t  o f  five ( 5 )  

working days and two ( 2 )  days o f f  in a workwe e k , overtime sha l l  

mean only hours worked in exc e s s  o f  their admini s trative workweek . 

3 8 .  Pas sing S core As used in these Rules , pas s ing score means a 

score o f  7 0 . 0 0 or above . P a s s ing score o f  7 0 . 0 0  minimum compri s e  

o f  the raw score , veterans perferenc e ,  GCC 

handicapped , etc . 



3 9 . Pay Adj us��ent An adj ustment in an employee ' s  pay range and 

step as a resul t o f  a reallocation , allocation , promotion or 

demotion . 

4 0 . Pay Range The range of rates of  basic compensation as provided 

in the Pay Range Schedule . 



4l.. P ay Range Reassignment Change· or reassignment of the pay range 

allocation of a clas s of position by mavin� i t  to either a 

higher or lower pay range within the P ay Range S chedule for the 

following reasons : 

( a) Reassignment of pay range to properly recognize 

the proper value of the class in conjunction 

with updating the classification plan; 

( b )  Change resulting from a salary- survey; 

( c )  Reass ignment due to the economic conditions 

pursuant to Section 4ll7 of the Government Code 

of Guam,., as amended. •. 

42- Pay Range Schedule A. systematic arrangement of salary ranges 

set forth in S ection 4 1 0 3  of Title V of the. Government Code of 

Guam , as amended . 

4 3 .  Permanent APPointment A.n appointment approved by the General 

Manager to a pos ition subj ect to the probationary period 

requirements -

4 4 . Permanent Status As used in these Rules , permanent status is 

attained. once an employee completes a s atisfactory intial 

probationary period. 

4 5 . Personnel Director The· General Manager of the Authority . 

4 6 . Personnel Manual As used in these Rules , personnel manual 

shall be those manuals prepared for the purpose of expres sing 

the· intent of the Personnel Rules and Regulations and 

Procedures Manual . 

47 . Pos ition The work consisting of the duties , functions and 

respons ibilities as signed for performance by an employee 

whether part-time or full-time , temporary or permanent , 

occupied or vacant . 

4 8 .  Position DescriPtion A statement of the duties and 

responsibilities comprising the work 

4 9 . Probational Appointment As 

appointments shall be the initial 

General Manager of an employee to a class of po · 

the employee will commence serving a probationa 



..._ 
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50 � Probationary Period Means a working test period and is part of 

the examination proces s following an appointment from the 

certification list during· which an employee is required to 

demonstrate fitness for· the position to which appointed by the 

s atisfactory· performance of the duties and responsibiliti es of 

the position . 

51. Promotion A change of an employee ' s  position to a h�gher maximum 

salary rate . 

5 2 .  Promotional Competitive Competitive recruitment under the 

merit system that are only open to permanent status a�p loyees 

of the Government of Guam. 

5 3 . Provisional Apuointment An appoint�ent made by the General 

Manager to fill a position , whether temporary or permanent 

without an appropriate eligible list and which shall not exceed 

ninety ( 9 0 )  day s .  

54 � Raw· Score As used in these Rules , raw score is that numerical 

score which is attained by an examine e  without the application 

o f  a formula .  

55 . Reallocation or Reclas sification The change in the allocation 

of a pos ition by assigning it to a higher or lower. clas s or 

another. class at the same level for any of the following 

reasons : 

{ a) Significant changes in the nature or variety 

of work which influence the overall level of 

difficulty. 

( b )  Re-determination of the initial classification 

judgment without a change in duties and 

responsibilities . 

5 6 .  Reassignment. The change of an employee from one ( 1) position 

in the same series of classes or to a position i �@ffi�� 
series of classes without promotion or demoti 

- ,. _  -· 
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5 7 .  Re-employment The right to re-entry into goverTh�ent service 

without competition of a former permanent employee who was 

separated without caus e to a pos ition in the same clas s as the 

emp loyee held upon sep aration within two ( 2 ) years of the date 

of separation . 

5 8 .  Re-ins tatement The optional re-entry into government service 

of a former permanent emp loyee who resigned in good standing to 

a pos ition in the same clas s as the employee held upon 

resignation within -one ( 1 ) year of t.'le date of separation . 

5 9 . Reprimand Action taken by a supervisor or department head upon 

an emp loyee for reasons which do not normal ly result in an 

adverse action . 

6 0 .  Res ignation The voluntary termination of employment by an 

emp loyee wi t.'lout caus e .  

6 1 .  Selective Certification Certifi cation made when specific 

indentifiable qualifications and skills are essential to 

succes sful performance of the duties and responsibilities of 

the pos ition. 

6 2 .  Split Shift As used in thes e  Rules , split shift are those 

hours in which an employee staggers his or her normal working 

hours . 

6 3 . Suspension The temporary removal of an emp loyee from his or 

her pos ition with the los s  of pay for caus e .  

6 4 . Temoorarv Promotion Temporary promotion is the temporary 

assignment of an employee to a pos ition with a higher maximum 

salary range . 

6 5 . Termination The removal of an emp loyee from employment not 

related to advers e action. 

6 6 .  Transfer As used in these Rules , trans fer is 

movement of an emp loyee without any change in 

salary or from one class of position to anoth 

position having similar duties and responsibi 

qualification requirements or a movement from 
' 

divi sion to another department/divi sion . 



6 7 .  Unclassified Service Includes all employees exempted from the 

provisions. of Section 4 0 0 7  of the Government Code of Guam. 

6 8 .. Ungraded Clas ses of Pos itions. All labor , trades and crafts 

pos itions -

5 9 . Weighted Score As used. in these Rules , weighted score is a 

product of the raw score and the appropriate formula for the 

particular examination -

7 0 .  Workday A regularly recurring period of eight ( 8 )  consecutive 

hours exclusive of lunch hour. 

7 1 .  Workweek A. regularly recurring period of seven ( 7) consecutive 

twenty-four· ( 2 4 )  hours intervals .  A workweek need not coincide 

with a calendar week . It may begin any day of the week at any 

hour of the day . Workweek. must remain the same unless any 

change. is intended to be permanent . 

- � - - -
--
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G U AM TELEP H O N E  A U T H O R ITY 

POST O F FICE SOX 9008 • TAM U N I NG. GUAM 9691 1 

FOR FURTHER INFO , CONTACT CLAUDIA CONROY 
646-6971 ext . 232 

FOR I���DIATE RELEASE 

PUBLIC HEARING 

SUBJECT 

FRIDAY , MARCH 2 8 , 19 8 0 , 6 : 0 0 P . M .  

GTA CONFERENCE ROOM , 2ND FLOO R ,  CENTURY 

PLAZA , ABOVE CENTRAL Lfu'JES , TAI1lJNING 

( 1)  MODIFICATION OF GUA!.'1 TELEPHONE AUTHORITY" S 

TARIFF .'l.ND OTHER RELATED SERVICES PROVIDED 

BY GTA 

( 2 )  ADOPTION OF GT.'l. PERSONNEL RULES A..l\lD 

REGULATIONS 

COPIES OF THE PROPOSED TARIFF MODIFICATION .�'JD GTA ' S  PERSONNEL 

RULES ��D REGULATIONS WILL BE AVAILABLE AT THE GTA CONFERENCE 

ROOM . 

PUBLIC PART ICIPATION IS ENCOUR�GED . 
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r C H E L U 
P. 0. BOX CA 
.A.GANA, GUAM 96910 

Mr .  John T .  San Agustin 
General Manager 
Guam Telephone Authority 
P . O .  Box 9008 
Tamuning , Guam 9 6 9 11 

Dear Mr .  San Agustin: 

March 28 , 1980 

OFFICE: :387 O'BRieN OAIVE 
TEl.� 477-8144 

HZ: PROPOSED PERSONNEL RULES AND REGULATIONS 

I would like to preface this letter by congratulating the General Manager and his 
staff for developing what I personally consider a pretty comprehensive P ersonnel 
Rules and Regulations . 

The concerns I have over the Rules are not necessarily to b e  cons idered as a blanket 
disapproval by the Chamorro Emp loyees Labor Union (�nELU) .  They are concerns shared 
by CEELU ' s  members within the Guam Telephone Authority (GTA) and should therefore 
be seriously considero

T
d .  

Q \..... 
v' l . Rule 3 . 74 ,  p .  7 .  OUTSIDE EMPLOYMENT . 

can legally prevent outside emp loyment even 
assignments and scheduled hours o f  work. A 
o f  interests" should be made. 

We question whether the General Manager 
if it is not in conflict with his work 
clearer definition o f  the te= " conflict 

c\.v 
Rule 3 .  7 5 ,  p .  7 .  NEPOTISM. wnat does the ter:n "first degree of consanguinity" 

mean? Is it consistent with the definition of "immediate family" in Rule 3 .  77 ? If 
net, then the term should b e  clarified . 

·c\. v 3 .  Rule 4 . 00 ,  p .  9 .  RECRUITMENT OF ELIGIBLE PERSONS . We raise a concern over the 
term "Open Competition" . As the Rules are wri tten, an experienced GTA emp loyee with 
permanent status is given no special consideration whatsoever if his relative 
knowledges , skills and abilities are equal to an outsider . Promotion from without 
is not only risky , but is a principle cause of low morale . "Open Competition" 
should have a w-idening area of consideration . Firs t , within the Section where the 
vacancy occurs ; Second, within the Department where the vacancy occur s ;  Third ,  
within the Government o f  Guam; Fourth , within the Government Sector; Fifth, within 
the island of Guam; and Sixt h ,  all interested persons . 

4 .  Rule 4 .  zf. � 10 . CONTENTS OF RECRUIT!1ENT Pu.'ID EXA..'!INATION ANNOUNCEMENTS .  We 
do not readily see a minimum period for vacancy announcements . To ensure wide 
dissemination , a minimum period of two weeks should be included. 

5 .  Rule 4 . 33 ,  p 12 . REJECTION OF APPLICPu.�S AND DISQUALIFICATION OF ELIGIBLES .  
Subsec (d) . C� waiver should be provided for j ustifiable reasons , i . e .  off

island transcript s .  
Subsec ( e )  .c lwno is t o  det ermine "Habitual o r  Excessive" use? Alcoho lism has 

l 



' been defined medically a - a sickness . A rehabilitatior��•.tt empt should therefore be 
made a part o f  the due ,L .cess procedure for · determiniL� "Habitual or Excessive" us e .  

Subsec (h) C V'-"Evident reasons " rendering an applicant unsatisfactory may not 
necessarily mean the applicant is an unsatisfactory employe e .  A former employee 
who resigned from government service "as a result of his receipt of a proposed adverse 
action" does not necessarily mean that the employee is guilty of a violation of policy. 
A criterion of " jc

ust and proper cause" should be included in determining "Evident 
Reasons" . 0 I. 

Subsec (k) . Please clarify . 
[ C  

6 .  Rule 4 . 5 1!' p .  16 . DETERMINATION OF RANK IN EVENT OF TIE . To prevent grievances 
and discrimination complaints , a system to break ties mus t be implemented . 

7 .  Rule 4 . 55 ,  p .  17 . SPECIAL PROVISIONS . A clarification is needed on what the 
term "Labor" encompasses . 

\' 
8 .  Rule 4 . 72 ,  p .  21� --

KINDS OF EMPLOYMENT MEDICAL ��ATIONS . Pre-entry , Periodic, 
and Special medical examinations are required by the General Manager. Without a 
specific clause ,  the employee is given the financial burden for a physical required 
by his employer . The General Manager should incur all medical examination cos ts . 

o lG 
9 .  Rule 4 .  7 4 ,  p .  22 . APPEAl AGAINST EMPLOYMENT MEDICAL EXAl'fiNATION RESULTS . The 
appointment of a Board of Physicians to r eview a medical appeal may be extremely t�e 
consuming and costly. A coordination effort should be made with the Guam Memorial 
Hospital for an ad hoc board without cost to GTA. 

o l ._/  10. Rule 5 . 20 , p .  23 . REEMPLOYMENT LIST S . Recommend changing "without cause "  to 
"through no fault of his own" . 

1 c /L 
.; 11. Rule 6 . 00 ,  p .  26 . FILLING OF VACANCIES . Recommend "Promotion" be included . 

/-12. Rule 6 . 7 0 ,  p .  2i. (�NTRACTING FOR PERSONNEL SERVICES .  Add to first sentence 
"in the classified service . "  

f' ( (  I v ' J 13 .  Rule 8 . 00 ,  p .  32 . PERFO��CE REPORTS . dn appeals procedure for performance 
ratings should be included in this Rule . 

J a L  . 
14 . Rule 10 . 0 0 ,  p .  37 . DETAIL . 

Subsec (d) . A clarification should be made regarding the limitation of de tails 
to 120 days in order to avoid any conflict with j ob clas sification principles . This 
Rule should clearly state "details will be limited to 120 days or less in any one 

0 ll calendar year. " C l \..... �� � Subsec (f) . Brief assignments of emp loyees should be limited to those posi tions ' which the employee has �he necessary knowledges , skills and abilities to perform. . . (' l L 
.) 15 . Rule 10 . 12 ,  p .  39 . INTERGOVERNMENTAL TRANSFER . Will not the appointment of 

an employee o f  the Federal Government without competition a violation of the Merit 
Principle ? 

C lv' 
16 . ·  Rule 10 . 14 ,  p .  40 . ORDER OF LAYOFFS .  Subsec ( 3 ) (a) . Performance ratings to 
be used for establishing order of layoffs should be current . 

2 



17 . GLOSSARZ 7 (_ 
No . 1 8 .  DetaiL Add to definition " • . .  more than 120 days in any calendar year . "  
No . 3 8 . Passing Score . A difference should be made between "Raw Score" and 

"'Passing Score . "  The latter ' s  definition should include all adj ustments such as 
veteran preference and GCC graduat e .  
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INTERNATlONAL. UNION OF OPERATING ilNGlNE:RS 
Af"UAtm WITM nil All.-aO 

Jurisciicricn' 
Nont..n. CGtifomic,. N-ot1h41"rt N....-adQ, 

Utaft, Hcrwaii Oftd Mi<d'Jieciiic lsiai'M:is. 

Guam Office ·· Mangi.lao 
P. 0. Box 23397 
G11F, Guam 969 21 . 

Telephone: 734- 4391-2 

Board of Director::� 
Guam Telephone Au!hority 
P. 0. Box 9008 
Ta.mtm.ing, Guam 96911 

Dear iY!:r. Cl:lai..m.an: 

r.t.ofto.M .Ql.t.SOS 
J.7J. Va.l4fteio Str...t 

Sen �. C,giiforn'c 941 0:: 

i'Yfa.rch 28, 1980 

•ij\ ' o '  � 
.. 

Operating Engineers Local Union No. 3 wishes co express its appreciation for cb.e 
oppo:rtllility to appear be.+bre tb.is b.earillg on tile amendment of the Guam Telephone 
Am:b.ority's "Personnel Rules a:ad Regulations ". We are eq=lly appreciati-ve t:hat 
the Ma:nageme!lt of the Aumo:dry b.as c:a.icen a giant step forwa.-ci by adopting progressi-ve 
ideas ill per::�=el adm.inistration tbat will enhance better employee relations. 

Ill spite of tb.is development, Cpe:ratillg Engmee....-s Local Union No. 3 still feels tbat 
mere are areas wbe:re the e:tistillg, as well as me proposed regulations, fail co 
address e:d.stillg a:ad p otential wori:: siruations. There a.re a.lso some questions we 
b.a.-ve a:ad cla,_'>'ifications required. 

It b.a.s been o= understa:adillg tbat me proposed regulations is pattemed after me 
"Personnel Rilles a:ad Regulations " of me Depa.-=ent of 1�dm.i.:IliStration a.nd we axe o/t-
wondering why one sentencs a.t me end of Rule � 7�. "Qgts ide :S:rnolovment", on Pag_e 7, 
was deleted. T.ae sentence deleted was " Consenr ma-v nor be unreasonabl-v witbheld. " 
Does the deletion of tb.is s entence pro-vide for me Ge!i�al Manager or b.is .designee to 
unreasonably disappro-ve request for outside employment for any employee even if me 
outs ide employment is not in coiifl.ict with b.is wor.k nor would it brillg me Autb.ority or 
its employees into disrepute? We believe tbat the excluded sentence should be re
instated since we believe tbat the request for outside employment should be denied only 
for reasons mentioned in this section a:ad for no othe:r reasons. 

c).v On Page 9, Rule 4. 00, we would li.ke for a. clarification on me last s entence of me Rule 
smce we a:ce of the opiJlion that it is not cle""' a:ad possibly could be in conflict with me 
definiHon of " Cp en  Competition" on the s entence preceding the last. 
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Guam Telephone .'�umo:rity 
Eoaxd of Directors 
Ma:rcil. 28, 1980 
Page 2 

i, 
. 1\. . 

j On.Page 32, Rule 8. :0 ( C), we feel that tills provision should be deleted s inc e  there 
are no reasons gi:ve:o. as to why the C-e:o.e....-a.l Manager is requesting for the pe..Tfo:rm
a.:o.ce rating. We do not want: the pe..Tfo:rma.:o.ce rating be;ng utilized as an ba:rrass
meot or intimidation tool by' the General Manager and/or Ma:o.a.gemeot representative. 
But if tills section. must remain, reasons must be delineated as to the ration.a.l for the 
General Manager' s  request.. 

· �� I On Page 34, Rule £ 64 the last sentence should be deleted since denial of the sala...ry 
increment can. only be do:o.e due to lack of funds or for u:nsatis:factory p er.fo:rma:o.ce. 

"'... The approval of the C-e:o.eral. lvfa.na.ger, we believe, is a �function. 

. "'... . (; ti..- (,M,-.'...; ••• :�� 
\ On Page 35, Rule 9. 02 (1), tills section should be a.mmended to provide that when a.:o. 

employee wor.ks fur a unit that is represeoted by' a.:o. employee organization exclusively 
and there. is a contract that such e,...,ployee shall have the optio:o. of pu:rsu:i.:o.g his 
g:rieva:nce through the negotiated g:rieva:nce procedu:res or the g:rieva.:o.ce procedures 
under the Pe.J.:sODllel Rules and Regulations, that he carrnot utilize bod:!, and rhat once 
he utilizes one, he ca.:o.:o.ot go to the other to file the same g:riev-<Wce. We believe t+oat 
giving the employee the option is more in keeping with our demo=tic process. 

On this same issue of the g:rieva:nce procedu:res, we believe that the grievance pro
cedure · to be followed should be spelled out in the regulations so that the employees do 
not have to be going to so J:!l2:rry' dii'fereru: sou:rces to know wbat to do. This is ttue with 
adve....-:se action procedures a:nd EEO procedu:res. 

O[ G � On Page : !, Rule 11. 26, "Service ID:o.ess ", should be defined as we are not sure wbat 

tills means. We believe that everyone should know just wbat cb.e definition of "Se;,: 7 ice 
IU:o.ess " is. 

Fi:!lally we rec=mend the following be incorporated as pa.-r of the .-l,uthor:i!y 's Per:sorrnel 
Rules a:nd Regulations: ,, l .._.-v 

L CALL BA CK  PAY. Tn the event that a.:o. employee has completed his 
regula.x shift a:nd returned to his residence, a.:o.d is called ba.ck to per.fo:rm wo:r:.'<, 
such employee sb.all be paid at the applicable overtime rate from portal ro pot t:al by 
the most· direct route a.:o.d local mileage allowance betweeu worlcsite and home of resideu 
A:n employee called ba.d: to wor.k shall receive a minim= of four (4) hou....-:s at the appli-
cable ·ovetti:me rate. 1 t,l . 

.: !. (._ \,rJ"' 
I 

2. ST-�.ND-BY DtJTY. wllen wa....-ra:o.ced and in the interest of e Employer 's 
ope..�tiOII, the Employer may assign employee (s ) to "Stand- By .CUcy" and sb.all be 

( compensated at a rate of t:hi..-ry- three and one- rhh·d percent (33 1/3% of tbei:r regn..lar 
\ hou:rly rate. "Stand-By Duty" is defined as duty whereby 2::.:.plc;.-ee (s) are required to 
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be readily a-vailable co perio:r:n wo:r.ic after =pletion of cheii regular wo:r.ic shi...""'t 
by means of a cc!Illil=ica.tion devise (telephone, short wa-ve :.adia, eccera). 

·; 3. stJNDA Y AND HOLlD.A Y P-� Y. Employee (s) who are required, because 
of emergency or other reasons authori..zed, co be present on the job on Sunday and 
Holidays or t:b.e±!: equivalent day· shall be paid ac a. rate equi:valent co double cbei,.. 
hourly rate of pay. 

Your sincere =side:ration and implemem:ation of l±le a.l::ove c.il.a:nges and additions 
would pro-vide far a healthy wor.k±ng e!IVironment and conditions. 

' .  

s)t:· el.v, / . . r: ( 6 --Y  / . " . 
TBOM.AS .�. LONG -
District ReJresenrati-ve �� . 

� 
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Chairman : 

SA: 

Chairman : 

Counsel : 

Chairman : 

Counsel : 

Wilson : 

Chairman : 

Wilson : 

-.ounsel : 

. . . to receive testimonies , comments and discuss ions on the 
modifications , amendments and adoption of the new Personnel 
Rules and Regulations for the Guam Telephone Authority and the 
modification of the Guam Telephone Authority Tariff . We have a 
sign-up sheet for anybody who wish to testify for or against 
the adoption of this proposed personnel rules and regulations 
as well as the proposed tariff for Guam Telephone Authority . 
Please indicate if you have any written statements and if such 
please provide the board members any written testimony or statemeni 
As traditionally a practice , management will first be requested 
to present their input and comment on the proposed personnel 
rules and regulations and tariff to be reviewed tonight . At this 
point , I would like to call on. the general manager for the Guam 
Telephone Authority , John San Agus tin , to present the manag��ent ' s  
decision . 

First of all , Mr .  Chairman , I would like to ask the co��ittee to 
withheld hearing on the tariff because of certain tecr�icalities . 
The legal area that we ' re working on. is the fact that if there 
is a change in the charges because of the change in the tariff 
then we need to have a fifteen days notice to the public and 
since Section 4 of the proposed tariff contains certain charges 
to be made in relation to interconnect type of activites , so we ' re 
asking that the board postpone hearing until at a later date . 

Have you reviewed with our legal counsel? 

Yes , we have reviewed it with the legal counsel . We ' re in the 
impression that ten days notice , however , in further research 
the enabling act of GTA takes precedence insofar as tariff is 
concerned in public hearing. 

Mr . Chairman , the enabling act actually and specifically requires 
changes in rates , regulations and relating to tariff requires 
a fifteen-day notice in newspaper of general circulation and this 
is the tenth day , but , the notice was inadvertently sent out 
based on the standard notice which the Authoritv had been usina 
all this time for public meetings or for other �hanges in pers;nneJ 
rules 

which only requires ten days 

which only requires ten days , right . 

S o  then direct the general man�ger to reschedule the public 
hearing with the proper notices . . .  

Ok , s o ,  it is noted that only thing under cons ideration at this 
point is the adoption of the proposed personnel rules and 
regulations for Guam Telephone Authority . 

One more question , would it be illegal for us to take testimony 
. • .  could we hear that testimony? 

No , it woul d ,  I would advise the board if it has the tL�e to go 
ahead and accept tes timonies as far as the tariff is concerned . 
This would benefit everybody concerned on the next hearing that 
w i l l  be held insofar as concerning tho s e  testimonies and perhaps 
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' 
working during that period to weigh all of those testimonies tonigb 

Ok so it is noted the formal consideration for the proposed tariff 
for Guam Telephone Authority will be rescheduled allowing the 
appropriate number of days for notice in publication , however , if 
any body wishes to present written or oral testL�ony for or against 
the proposed adoption of the new tariff for Guam Telephone 
Authority ,  please do so and indicate when doing so . 

At this poin t ,  the board will hear management ' s  input , comment ,  
and testimonies as far as the adoption of the proposed personnel 
rules and regulations for GTA . 

As a matter of history , the present personnel rules and regulations 
that the Authority have been operating on was adopted way back in 
February 5 th ,  1 9 7 4  and that is adopting the then Depar��ent of 
Administration personnel rules and regulations as amended and 
according to the resolution passed at that time it is to remain 
in effect until such time as the board adopts its own rules and 
regulations . S o  since that time , there have been efforts to 
establish GTA ' s  own personnel rules and regulations . S everal atta�1 
were made but somehow action wasn ' t  taken . At thi s  time , our 
staff prepared the proposed rules and regulations and you have two 
sheets attached to tha t .  One is the maj or changes that encompass 
from the old admini stration rules and regulations and to the propos< 
rules and regulations . They are very leng��y . I ' m  sure you all 
have a copy of it but some of the other people have probably 
copies o f  the maj or changes that are to be incorporated in the 
new regulations of GTA . The two sheets there is the amendment 
or the supplement to the original document that was prepared and 
then again this is after reviewing it we find that some of the thin� 
were mis s ed so we proposed these two sheets as supplement to that 
book . But all thes e  are in es sence consistent with the present 
rules and regulations being adopted by the Depar��ent of Administra
tion , the Guam Power Authority , Commercial Port and other sL�ilar 
departments ��at have their own personnel rules and regulations . 
I t  is our proposals that the board adopts the personnel rules and 
regulations as presented to tha� .  l-1y staff is available should 
there be any question that needs to be further explained . 

Will you identify? 

I have Carlos who is the Human Resources Director and I have also 
our Comptroller if any . . .  more is needed and we also have Rita 
Okada who handles the personnel and Ben 1-!eno our EEO consultant . 

Ok , j us t  hope any members of the board wishes to question management 
Mel ;  
No from the board 
Ok , your testimony is accepted Mr .  General Manage r .  

At this point before calling the first witnes s  from the public to 
testify , Mr .  General Manager , please make your Human Resources 
people available for comments . First individual , �J . Joseph Cruz 
from Operating Engineers Local Union � 3 . 
My name is Joe Cruz and bus iness agent for Operating Engineers 
Local Union � 3 .  I have with me prepared •.vri tten statements from 



D istrict Representative Mr .  Thomas Long . I ' m here representing 
him and I ' d  like to read the written testimony . 

Dear Mr . Chairman , Operating Engineers Local Union * 3  w�snes to 
express its appreciation for the opportunity to appear before this 
hearing on the amendment of the Guam Telephone Authority ' s  
personnel rules and regulations . We are equally appreciative 
that the management of the Authority has taken a giant step for;�arc 
by adopting progre s sive ideas in personnel admin i s tration that 
would enhance better employee relations . In spite of this 
development ,  Operating Engineers Local Union � 3  still feels 
that there are areas where the exis t ing as well as the proposed 
regulations fail to addres s  existing or potential work s ituation . 
There are also some questions we have and clarif ications required . 
I t  has been our understanding that the proposed regulation is 
patte=ed after the personnel rules and regulations of the 
Department of Administration and we are wondering why one sentence 
at the end of Rul e  3 . 7 4 outside employment on page 7 was deleted . 
The sentence that was deleted consent may not be unreasonably 
withheld has to to •11ith outside employment .  Does the deletion 
of this sentence provide for the general manager or his des ignee 
to unreasonably disapprove employTient other than worthy employees 
working out ��at is not in conflict with his work or any thing 
that would be in disrepute to the Authority? We believe that 
the excluded sentence should be reinstated since we believe that 
the reques t  for outside employment should be denied only for 
reason mentioned in this section and for no other reason . 

On page 9 Rule 4 . 0 0 ,  we would like for a clarification on this 
last sentence of the rule since we are of the opinion that 
it is not clear and pos s ib ly could be in conflict with the 
definition of open competition on the sentence preceding the 
las t .  

On page 3 2  Rule 8 . 4 0 C ,  we feel that this provision should be 
deleted since there are no reasons given as to •;�hy the general 
manager is requesting for performance rating . We do not want the 
performance rating being utilized as an harassment or intL�idation 
to by the general manager and our management representative but 
if this section mus t  remain , reasons mus t  be. delineated as to the 
rationale for the general manager ' s  request .  

On page 3 4  Rule 8 . 6 1 ,  the last sentence should be deleted s ince 
denial of salary increment can only be done due to lack of funds 
or unsatisfactory performance .  The approval of the general 
manager ,  we believe , is merely ( that ' s a typo )  should be 
a�XZ3ZXXX ministerial function . 

On page 3 5  Rule 9 . 0 2 i ,  this section should . be amended to provide 
that when an emp loyee works for a unit that is represented 
by an employee organization exclusively and there is a contract 
that such employee shall have the option of pursuing his grievance 
thru the negotiated clearance procedure or the grievance procedure 
under the personnel rules and regulations . We believe that giveng 
the employee the option is more in keeping with our democratic 
proce s s . On this same issue , the grievance procedures , we believe 
that the grievance procedure to be followed should be spelled out 
in the regulations so that the emp loyees do not have to go to so 
many different sources to know what to do . This is also with the 
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This is also true with the advers e  action procedures as well· as 
the EEO procedures . 

On page 4 4  Rule 1 1 . 2 6 service illness should be defined as we are 
not sure what this means . We believe that every one should know 
j us t  what the definition of " service illnes s "  is . 

Finally , we recommend the following to be incorporated as part of 
the Authority ' s  personnel rules and regulations : ( 1 )  cel�-back 
pay in the event that an employee has comp leted his work his 
regular shift and has returned to his res idence and is called 
back to perform work , such employees shall be paid as the 
applicable overtime rate from portal to portal by the mos t  direct 
route and local mileage allowance between work s ite and x���xx 
home of residence . An employee called back to work shall receive 
a minimum of four hours of the app licable overtime rate . 
( 2 )  S tandby duty pay . When warranted and in the interest of the 

employees operations the employer may ass ign emp loyees to standby 
duty and shall be compensated at the rate of 3 3 1/ 3 %  of their 
regular rates . S tandby duty is defined as duty whereby employees 
are required to be readily available to perform work after 
completion of their regular work shift by means of communications 
device , telephones ,  short-wave radio , etc , etc . And lastly 
Sunday and holiday pay . Employees who are required becau s e  of 
emergency or other reasons authorized to be present on the j ob 
on Sudays and holidays of their equivalent day shall b e  paid at the 
rate equivalent to double their hourly rate of oay . 

\ 
-

Various sincere consideration and implementation of the above 
changes and deletions would provide for a healthy working environ
ment and conditions . Let me add on the third suggestion there 
proposed regulations right now provides for double time for holiday 
pay . This is j u s t  for empha s i s . 

Inaudible 

Part of it insofar as the holiday pay , it is covered by the 
proposal already , not the Sunday pay . 

Before I request. questions from the board ma�ers , I would like 
to have management ' s  response if you have any . 

I don ' t  have the liberty of having a copy (of their letter) to 
properly address ourselves to i t .  ( Trying to obtain a copy . 

While management is studying it over , in the interest of 
S tan , you can start off with any question from the board members . 

patiency 
I agree wi.th a couple of the i terns in here on the . . .  some of them 
that financial impact obviously would have to be studied to find 
out what type of an impact you are talking about . They may have 
merits but obviously there are other consieerations also . 

Which one are you referring to? 

Basically anything that called for additional compensation obviously 
would have to be studied by managa�ent to determine the financial 
impact . 



5 

Chairman : 

Counsel : 

Chairman : 

Chairman : 

Rivera :  

Chairman : 

Taitano : 

Chairman : 

.aitano : 

Chairman : 

Taitano : 

We are a bus iness that has to meet all o f  our commi��ents . I 
think I have no other comments . . .  

Ann , any question or comment ?  (No)  Counsel? 

I have discussed mos t  of these items with Carlos S an Agustin and 
but perhaps the only thing , I really don ' t  have any thing to add 
as far as thi s  discus s ion but when he isj:eaay-��±�e-aee��a�e±?�
will be covered adequately . 
Rick? ( None )  

O k  a t  this time in the interest o f  time and t o  cover a s  much grounc 
as pos s ib le , may I request that you make yourself ( Cruz ) for 
further questions . 

Can I called on the next witne s s , Frank S .  River a .  

Mr . Chairman , I refused to make any comments a t  this point until 
such time as needed . I ' m  merely here now present as an observer . 

Very wel l .  Now the next wi�;ess is Gerald A .  Tai tano , repres enting 
Chelu , he has written and oral . 

Yes , Mr .  Chairman , I didn ' t  know you are going to be chairing 
otherwise I wold . . .  the letter we do have ample copies and personnel 

Mr .  Taitano , you. may proceed . 

Mr .  Chairman , how i s  the point on the C.eal ?  D o  you want testimony 
on the tariff also at this tL�e, after the personnel rules and 
regulations 
No , I would to dispose of the personnel rules and regulations 
in the interest of avoiding any chaos 

Ok , thank you . My name is Gerald A .  Taitano , P res ident of the 
Chamorro Employees Labor Onion presently representing the 
Operations Division of the Guam Telephone Au��ority . We would 
like to preface this test��ony by congratulating the general 
manager and his staff for developing what we consider a very 
comprehensive personnel rules and regulations . The concerns we 
have over the rules are nec e s s arilv to b e  considered as a blanket 
disapproval by the Chamorro Employees Labor Union. They are 
concerns. shared by Chelu ' s  members within the Guam Telephone 
Authority should therefore . .  b e  seriously cons idered . F irs t  concern 
we have is on page 7 Rule 3 . 7 4 regarding outside employment .  
We questioned whether the general manager can legally prevent 
outside employment even if it is not in conflict with his '"or};: 
assignments and ssheduled hours of '"ork . A clear definition 
of the term " conflict of interest "  should be made . 

Regarding nepotism on page 7 Rule 3 .. 7 5 , we have problems defining 
the term first-degree of consanguinity . I s  it consistent with the 
definition of " immediate family" in Rule 3 . 7 7 . If it is not 
not , then the term should be clarified . Consanguini ty according to 
the dictionary means relationship and if you are to apply the 
definition literally here , it would mean the first degree of 
relationship which I think unfamiliar to most of the employees of 
employees of the Guam Telephone Authority . 
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The third concern is on page 9 Rule 4 . 0 0 regarding the recrui��ent 
of eligible persons . We raised a concern over the term " open 
competition " .  As the rules are written , an experienced GTA emp loye 
with permanent status is given no special consideration whatsoever 
if his relative knowledge ,  skill s , and abilities are equal to an 
outsider . Promotions from without is not only risky but it is 
also a principle cause for low morale . Open competition should 
have a widening area of consideration , fir s t , within the section 
where the vacancy occurrs , second , with the depar��ent where the 
vacancy occurs , third , within the gove��ent of gu�� ,  fourth , 
within the government sector , fifth , within the is land of Guam 
and sixth , any interested persons . The way it is worded right 
now , you straight to all interested persons without regard to tenur 
or permanent status . 

On page 1 0  Rule 4 . 2 1 ,  contents of recruitment and examination 
announcements . We do not readily see a minimum period for 
vacancy announc��ents to insure a wide des simination . GZ Minimum 
period of two weeks should be included . The way it is worded right 
now , technically , there could be a vacancy announced on a Thursday , 
filled on a Friday . I don ' t  think that sort of action by management 
if it does happen is in accordance with the merit principle . 

On page 12 Rule 4 . 3 3 ,  rej ection of applicants and disqualifieel.tion 
of eligibles , more specifically , subsection d ,  a waiver should 
be provided for j us tifiable reasons , that is , if you are requesting 
for off-island transcripts and the announc��ent is closed within a 
couple of weeks , if you are graduate of a univers i ty or a technical 
schoolxxxliix:dti:3Xll::a±:i::s , .  you can al.lnos t. quarantee that you won ' t  get 
tr in the East Coa s t ,  
transcripts within two weeks s o  there should be a •,;aiver . 
Subsection e ,  we questioned who is to determine habitual or 
exce s s ive use in regards to alcoho lism . Alcoholism has 
been defined medically as a s icknes s . Rehab ilitation attempt shoul 
therefore be made a part of the due process procedure for 
determining . .  habitual or excess use use of alcoho l .  

Sub s e ction h ,  evident reasons rendering an app licant uns atis factory 
may not necessarily mean the app licant is an unsatis factory employe• 
A former emp loyee who res igned from government service as a result 
of his receipt of a proposed adverse action action does not 
nec e ssarily mean that the employee is quilty of a violation of 
policy , a criterion of j u s t  and proper cause should be included 
in determining evident reason s . 

And on Sub section k ,  we got kind of confused with the wording 
I think it should be clarified . 

On page 1 6  Rule 4 . 5 1 ,  determination of rank in event of t��e . To 
prevent grievances and dis crimination comp laints as syst�� to 
break ties must be implemented . 

P age 1 7  Rule 4 . 5 5 regarding special provisions . A clarification 
is needed on what the term " labor" encompases . Does it means 
laborer , ditchdiggers , things like tha t .  Labor includes every bodv 
including technicians , mechanics , j ourneymen and things like that . -

Page 2 1 ,  Rule 4 . 72 ,  kinds of employment medical examinations . 
Pre-entry periodic and special medical examinations are required 
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. .  

by the General Manager , the rule states that . Without a specific 
caus e ,  the employee is given the financial burden for a phy s ical 
required by his employer . We recommend that the general manager 
incur all medical expense all medical examination costs since he 
is the one requiring the examination . 

On page 22 Rule 4 . 7 4 appear against employment medical examination 
results . The appointment of a board of physician to review 
a medical appeal may be extremely time consuming and costly . 
A coordination effort should be made wi.th Guam Memorial Hospital 
for an adhoc board without cost to GTA. 

P age 23 Rule 5 . 2 0 ,  reemployment lis t . recommending changing without 
cause to no fault of his own . A seperation due to lack of funds 
is with cause but L�ru no fault of his own . An a�p loyee should not 
be denied standing on a reemployment lis t  because he was laid off 
for lack of funds . 

Page 2 6  Rule 6 . 0 0 filling of vacancies , we recommend promotion 
to be included , everything else is there - demotion , suspension , 
and eve�Jthing els e , except promotion . 

Page 2 8 ,  Rule 6 . 7 0 contracting for personnel serv-i ces . We would 
like to see an addition to the first sentence " in the classified 
service . 11 

P age 3 2 , Rule 8 . 0 0 ,  performance report . We really have no 
objections to a performance rating . We understand that performance 
ratings are needed to insure that the a�p loyee i s  performing 
appropriately or adequately , however ,  an appeals procedure for 
performance should be included in the rule . It . . . .  Adrninsitration 
in their rules and regulations fail to include a performance rating 
appeal and had to go thru the hearing procedures again to include 
a specific procedure regarding appeals on performance rating s . 

On page 3 7 ,  Rule 10 . 00 regarding detail , more specifically 
Subsection d .  The clarification should be made regarding the 
limitation of details to a 12 0 days in order to avoid any conflict 
with j ob class ification principl e .  This rule should clearly state 
" details should be limited to 12 0 days or less in any one calendar 
year . "  We have noticed agencies within the government of guam 
with similar rules and regulations detailing an emp loyee for 12 0 
days , taking that emp loyee off that detail for one day and redetail: 
the person for another 12 0 days . Now i£ the 12 0 days detail over 
1 2 0  days detail i s  deemed by the board to be in conflict in 
with classification princip les , then it should be limited to 12 0 
days in any one calendar year . 

Subsection f vehicle ass ignments of employees should be limited 
to those pos itions which the employee has the neces s ary knowledges 
skills and abilities to perform . This is in reference to detailing 
of employees to positions in which there is the mos t  workers or 
maximum utilization of employees . 

On page 3 9  Rule 1 0 . 12 regarding inter-govern..�ental transfer . 
A question was raised by one of �ne emp loyees in our meeting . 
in our review o f  the personnel rules . Will not the appoinL�ent 
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Chairman : 

Taitano : 

Chairman : 

Mel : ·· 

Wilson : 

Taitano : 

Wilson : 

Taitano : 

'1airman : 

of an employee of the federal government without competition 
be a violation of the government of Guam merit principle? I 
think so and I think that the Authority should look into 
correcting that proposal . 

On page 4 0  Rule 1 0 . 1 4 order of layoffs , subsection 3 a .  Performanc• 
ratings as proposed by the rules and regulations would be used 
to establish the order of lavoffs . In that regard , we recommend 
that only performance ratings current performance ratings , 
will be used in establishing such order . 

Regarding the. glossary , Number 1 8  detail after definition to be 
consi s tent with a proposed changes nor the 12 0 days in any one 
calendar year and i 3 0  pas s ing score , a difference should be made 
between raw score and p as s ing score . The latter ' s  definition 
should include all adjustment such as veteran ' s  preference 
and we noticed from one the public laws that we do , the government 
of gua�m does give 5 points credit to graduates of the Guam 
Community College or the Guam Trade and Technical High S chool . 

That ' s  all I have Mr .  Chairman . 

Do you have any further comments as ide from your written testimony . 

No , I don ' t . 

Before calling on the managa�ent for response ,  are there any 
questions or comments ? 

I take a note from most of his proposed changes in the propsoed 
rules and regulations and I think most of it have merits and 
it should all be considered . 

I have one comment and it has to do with . One of the changes to 
Rule 10 . 0 0 page 3 7  in detai l . I f  you actually wanted to , on your 
second page near the bottom , I see 1tihat you are saying i s  
and to change o r  change wording t o  get to what you really want to 
do is to make that 1 2 0  days in a -12 mos . period cause I would 
assign somebody 1 1 9  days before the end of the year and keep 
him there two mos .  but I see what you are s aying . I think you 
are suggesting 

But you understand . There is a game that ' s  p layed by a lot of 
the government of guam agencies . I hope that GTA doesn ' t  

There are others ita�s that on the face of things that I agree 
with and on the base of things maybe I don ' t  neces sarily agree 
with but certainly they will all be taken into consideration 
and studied . 

Thank you . 

Anny , are there any other comments ? 
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�errero : 

�i tano : 

_ _  tano : 

�itano : 

I only want to tell you that we will seriously consider your 
recommendations . 

Counsel? 

None at this tL�e . 

I have no comments but we would like to study all your comments 
and on the board and management area and seek all better solution 
to thi s .  

Just two items , Mr .  Taitano . On nepotism , as far a s  the definition 
of consanguinity ,  I believe that the board has addres sed quite 
thoroughly and we have been able succe s s fully to obtain a court-used 
definition for this and this is included as one of our personnel 
policies . 

Will it be L�cluded in the personnel rules , definition in fact or 
maybe only a definition . because it is not a term that is usually 
talked about. 

Now on your recruit."llent of eligible persons , I j us t  wonder how this 
particular concept ,  although I do not neces s arily agree. with i t ,  how 
this particular concept will dovetail with the requira�ents of EEO? 

I don ' t  understand your question . 

Wel l ,  you sugges t  that the open competition should have a widening 
area of cons ideration , suggestL�g preferences within sections , 
within departrnen ts , within the governmen t ,  '"'i thin the government 
section , '"'ithin the island of Guam and then every body els e ,  however , 
I ' m sure you are quite familiar with the federal statutes and the 
peculiarities of the equal employment opportunity and al.though I do 
not neces s arily agree with your recommendation here , I ' m afraid that 
it may substantially conflict with the provi s ions of equal 
employment opportunity . 

I disagree . I f  you look at the EEO ,  EEO says bas ically says that we 
shall discriminate based on age , color , creed , national origin , or 
for any other nomerit factor , I think that area of cons ideration 
cannot be deemed to fall into the other merit factors because there 
is merit in promoting in promoting from within - higher morale ,  
attrition , personal cause .  I don ' t  think that any person , at least 
I ' ve not seen it in any of the decis ions that have come out of the 
commi s s ion for equal employment opportunity nor the civil service 
commiss ion that addressed itself and finds for the compalinants 
a discrimination complaint against an authority because of nonselectioi 
based on being a nongovernment. employee .  

Wel l ,  your j ustification although it is very general in nature , may 
have some merit , however ; I see some infurialities ? ? ?.? within the 
government of guam , within any type of institution , that with the 
best of intentions and us ing the most valide artistry for merit 
measurement can eas ily be construed as a discr�"llination . A hypothetic< 
situation would be such . Here is a department composed of three 
Guamanians and here is a section composed of three Guamanians 
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'aitano : 

ounsel :  

aitano : 

ounsel :  

l.itano : 

within a department of 12 individual s  all Guamanians and this can 
conceivably exists where promotion from within notwiths tanding the 
excellent yardstick you you use can eas ily be construed as a 
discrimination when equally cometent and equally qualified 
individuals perhaps let ' s  with etichnic background of Palau 
or Caucasian , using the same yardstick , can scream dis crL�ination . 
Now , that is what I ' m  trying to poin t .  That although what you are 
saying may have some idealistic conceptual j us ti fication being 
pracrnatic and being in realisti c  world , some of those concepts 
may not be applicabl e .  But anyway I would allow management to 
comment on that before any further board consideration . 

S ay ,  we were discu s s ing that every • . .  very detail in our mee'.:J.ngs . 
The absence of such a provision in the rules is almos t  tantamount 
to the board ' s  policy not to promote from within because opening 
up competi tion to everybody without any consideration without giving 
any special consideration to the people from within that is our 
concern as representatives of the emp loyees ,  emp loyees in this 
Authori ty .  That if an employee spends ten years working for GTA , 
knows where all the exchanges and where the hook ups are 
is vying for a promotion and somebody from outside who has neve� 
worked for GTA gets promoted or gets that pos ition , the morale 
low morale that is going to result cannot be compensated in any way , 
cannot be alleviated in any way . That is why we encourage the 
board to come out with a policy - policy to promote from within . 
It is not illegal ; it is in the Depar�uent of Admini stration ' s  
personnel rules and regulations ; it is in mos t  of the labor contracts 
that the government of Guam has ; and I j us t  think that the board 
should give special consideration to emp loyees from within . 

Mr .  Chairman , perhaps we ' re talking the same thing . I have looked , 
you are looking under recrui�uent of eligible person s , aren ' t  you? 

Rule 4 0 0 ,  yes 

and open competition . As read , the first sentence deals with open 
competition for employment period . This is considering outside 
applicants as well as in=hous e  applicants then it defines open 
competitions as all available and interested persons who pos s e s s e s  
the established minimum qualifications for a class i fication or 
occupation are eligible to apply the evaluated rank and consider 
on the bas is. of their ab ilities , k.l'l.OWledge and ski l l . Now , the 
last sentence which is "promotional opportunities shall also 
be open competition . We have discu s s ed thi s , �� . Chairman , with 
Administration and i f  there is anything mis s ing , I think the intent 
of this whole section is that promotions within the organization 
is given preference in a way . I think that the , from my dis cus s ion , 
perhaps if the board would want toit�arify ��i s  further or for the 
actual adoption of the rules xx±zx open competition , promotional 
opportunities shall be open competition even among the present 
emp loyees provided that all available and interested persons have 
satis factorily completed their initial probationary period . "  Maybe 
your copy should have but we put in the word " initial probationary 
period and possess the pre-established minimum qualification for the 
clas s ification and occupation rank . 

-

I f  that can be inserted , . yes , but that wasn ' t  in the copy that 
providec 1:c the general public . 
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The first copy was apparently erroneous ly noted . 

But that is covered . 

Any other comments ? ( Taitano) will you make yourself avaialble? 

Any time . 

Are there any other comments from the general public on the 
personnel rules and regulations? I£ there is none , I would like to 
call on management ' s  representatives and Mr .  Cruz and Mr .  Taitano , 
you may be allowed to issue further comments subseuqnet to . 

My comments is there is enormous to that and I don ' t  think that it is 
fair and j u s t  if we are to come out and try to addres s  the question 
towards thev are cons idering as suggestion for a chfu,ge . 
I think that management should be given an opportunity also to 
review it and come up with the pros and cons far their suggestions 
but to atta�pt to do that tonight , I don ' t  think we can do j u s tice 
to thos e  recommendations . 

Ok , that is acceptab l e .  The board then accepts the written 
testimony , management will s tudy the written testimony and addre s s  
the is sue as brought up by the twa witnes s . 

Mr .  Chairman , may I make that comment? John , I ' ll be availab le 
any time you •,;ant .. 

We will consult you 

At this time , I would like to thank every body who has shown. interest 
in the proposed personnel rules and regulations and submitted written 
testL�ony and oral comments . The board of directors of Guam 
Telephone Authari ty •,;ill take all of the cammen ts and written testimon 
under advisement and will take it into serious consideration before 
the adoption of these propos a l s . 

Ok , at this point since Counsel has advis ed. that we mav receive 
testimony on another i s sue where an open pub l i c  hearing will also 
be scheduled and that is the proposed tariff change , I would like to 
call on any witnes s  who wish to testify . Management I would Luagine 
would reserve comments until the public hearing , so Mr .  Tai tana , 
do you want to ? 

I s  there any body else that ' s  going to tes tify? 

Yes , Mr . Borlas . 

John , how ' bout , I think he left . 

Mr .  Chairman , we have reviewed the proposed changes to the GTA tarif f  
and while we have numerous concerns over the changes , one mare serious 
concerns the proposed deletion of S ection 3 subparagraph 6a regarding 
the unauthorized attachments or conne c tions . We , on behalf of the 
employees of the Guam Telephone Authority , strongly oppose the 
deletion of S ectian3 , Subparagraph 6 a  because of the probable 
adverse impact will have on GTA revenues and the pos s ibility of 
layo ffs in the Operations D ivis ion . Although we have received 
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copies of numerous attorney generals opinions , c ircuit decisions 
regarding the applicab il i ty of decis ions from the first and fourth 
c ircuit courts of the United S tates , it is our opinion that such 
decis ions should not be deemed applicable in GTA without being 
tested in our own superior court of Guam ,  our own di s trict court 
and the ninth circuit courts of appeals that has j urisdiction 
over the territory of Guam . That is all I have . 

Ok , do you have further comments other than your written tes timony . 

No , I don ' t . 

Are there any questions from the board member s ?  

I have a comment and we obviously share the same concern 

Then •..;e ought to take it to court on a declaratory ruling 

We have discus sed this at length and we felt ��at it has been 
satisfactorily resolved in other courts and because we deal 
basicallv inevitable that we don ' t  feel that we should soend our 
money , waste our money , on expens ive legal processes and' instead 
have decided to attack the problem from the positive vi e•Npoint and 
compete them - provide service . we are in fact the phone company , 
we feel that people naturally would look to the phone company to 
provide phone service . We realize that in the past maybe we have 
not been as receptive or a s  t��ely in providing the type and 
quality o f  service that might be expected o f  a phone company 
but we feel ��at the board o f  directors and managa�ent ��d our staff 
are making the neces s ary changes within the system to compete 
better and we don ' t  feel that the interconnect bus ines s  is going 
of undue tr�eat to us . We share the same concern but I think we 
are going to attacke it - it is our intention to attack it from 
a more positive viewpoin t .  We don ' t  want t o  sya , we don ' t  want to 
sit back . . . .  phone company and nobody can touch us , what we ' re 
saying is , we ' re the phone company and we can provide phone service 
better than anyone else . That ' s  the att i tude that '"e want to take • .  ·. 

I lost you . I don ' t  think you can be pos itive without going thru . 
the proper courts for an actual declaratory ruling . I don ' t  you 
can say and counsel is here that the decisions o f  the first and 
fourth circuits applies 1 0 0 %  to the territory of Guam ' s  laws , 
enab ling act o f  the Guam Telephone Authority . What you are bas ically 
saying is that because of the expense of taking it to court , we ' re 
going to forget about the revenues ,  we ' re going to forget about the 
possib l e  revenues we ' re going to get by deleting , forget about the 
possib l e  revenues that we could be obtaining by deleting Section 3 
and ( 2 )  i f  that is the case , I don ' t  think the board is that concern 
over the livelihood o f  the employees here because once , if Section 
3 is taken out , then private companies are going to take over a 
lot o f  our business first o f  all . Takes over a lot o f  our busines s ,  
then it may result in possib le layoffs and we ' re concern about our 
a�ployees .  

We ' re concern about our business and our emp loyees but I think we ' ve 
already decided that we have faith in their ability to provide phone 
service . As long as we are attaking this from the inside . 
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I f  we are going to compete , ok , and the members are confident that 
they can compete with the private-owned companies but I don ' t  think 
we can compete without the support of managa�ent . I don ' t  think 
we can compete with having to put up with the bureaucratic BS 
that we have to go thru on biddings , I don ' t  think we have to 
can compete wth bureaucratic bBS that we have to go thru an 
ordering supplies , getting equipment , getting personnel . I f  
management i s  willing to provide the admini s trative support , then 
the members feel that we can compete . Bes ides , Idon ' t  think we can 
compete . 

We have in fact taken a very positive s teps to j u s t  those things 
you are talking about . We have authoriz ed. our general manager 
and our supply people to go out and order additional equipment 
and additional repair parts , our people are going to school , •,;e are 
obtaining the equipment and the backup that our people need obvious ly 
everything can ' t  be done over night , but , I think that this board 
feels that we ' re taking the only reasonable course of action 
that we have and that ' s  to admit that the interconnect busines s  
is a reali ty and that to fact up to that reali ty what we need to do 
is to compete. I and I think the other board members are con�ident 
in the abilitv of our employees t comoete and I think it is that 
simo e .  Obvious ly , it w�ll be easy to s it back and say , you go 
interconnect , we ' re going to rip out your phone service .  We ' re not 
going to connect your lines . You also have to understand that not 
only does the Superior Court of Guam have interconnect that the 
Attorney General ' s  Office has interconnect . In the first court of 
Appeal s , I think we have cards stacked again s t  us . It is a reality 

Then what should be looked S tan is why do they have the interconnect? 
Why? because it takes so long for a repair to go from one clerk 
to another clerk to another clerk while our technician s  out there 
who are capable of doing it within an hour ' s  time is prohibited by the 
bureaucratic BS that he has to get a service order . I £  we get all 
rid of all of that and permit us to compete , then we can go in and 
repair those things . 

That is exactly what we are doing . 
them the support and the back up . 
and the toold and the parts 

We are eliininating , •,;e are giving 
We ' re giving them G�e supplies 

It is apparent that there mus t  be some communications problem from 
the top down because I don ' t  your technicians out there are aware of 
thi s .  They don ' t  know because at last night ' s  meeting , it was 
a concern that was rai s ed . We sat for f i ve hours last night up to 
11 o ' clock last ni ght over tne �n �erconnec� bus�ne s s . Whv , oecause 

�the employees are concerned over tne�r J Oos , over £ne loss of revenue . 
we have comm�cted ourselves as an Authority to 4 0  million dollars 
and if we are going to loos revenue , that is going to raise our 
credit rating , you know . I f  we ' re cgoing to compete , then let ' s  
compete on an even basis . Go to admini strative and get a waiver 
on a bidding procedures , cut all these administrative has sles 
about service orders and things like that . As soon as a reaues t  
comes in , you got a technician ,  have him reoa 1 r  i t .  The reason 
why the Atcorney General ana tne Superior Court of Guam have 
interconnect because it take so goddame long for the procedure to 
go thru . If you cut this procedure �nG the service is there , you won ' '  
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you won ' t  have any problems . We won ' t  be loes ing the revenue , the 
morale would be good . 

I think I ' ll withhold future comment with you to let John and 
carlos and some of the other people that are more in tune with 
what the steps we are taking to respond to tha t .  I think , granted , 
all the steps that we need and want and plan on taking are not 
completed yet . I think at this point we still are at a dis advantage 
but we understand it and we feel that we are addres s ing it properly 
and I think management can respond in greater detail as to the steps 
that are being ·taken and are planned to be taken in the future . 
I don ' t  want to argue with you. 
You know I ' m right , though , huh? Because our emp loyees can do it 
it is j u s t  that they can ' t  do it on a timely manner becaus e they 
can ' t  do it because they don ' t  have a service order . Why , because 
somebody sat on it , in the meant��e , if a private company goes 
over to a bus iness man , t��e is money , whos e  principle is time is 
money and says you k..-·1ow I can install your equipment •,;i thin 30 dyas 
if you go to GTA it will take you 120 days . Add ten dollars more , 
any reasonable businessman will take it for the sake of t��e . 
What I ' m saying is that if S ection 3 is going to be deleted , it is 
dependent upon the employees here , the employees will do the j ob 
. . .  they should be given the change to compete . They should also 
be given the opportunity to say , I can put in your phone in 3 0  days 
the same as the other companies , private companies . 

I agree with you a hundred percent • 

See you and I think alike , you know . 

.�y other comments , Ann? 

Just a short comment on the·, as far as S ection 3 is concerned , we do 
have the Attorney General ' s  opinion , I worked on this extensively 
also and I carne up with the same matter and again , want to reemphas i z e  
what S tan stated that perhaps this i s  the tLrne when this has surfaced 
and the one big word that comes out of· it is " let ' s  compete . Let ' s  
do the best we can ; let our employees work towards that end , the 
idea of competition is not healthy , but , obviously this is going to 
surface .  But this was not the criteria of which this section was 
supposed to have been deleted . The maj or question is whether FCC 
has jurisdiction over our system 

Than that is another question that should be looked into 

Well , we have . I have no doubt and the AG also has no doubt .  

Thank you , Counse l .  Mr . Taitano , first of all , I ' d  like to 
applaud your concern . You couldn ' t  have voiced a closer and more 
intimate than your written testimony . This also striked at the very 
heart of the concern and committment of the board of directors . I t  
is unfortunate , however , in this particular case. that it i s  somewhat 
similar to not really wanting to find out how hurt we would be if 
a bullet hits us j us t  the mere fact that if does hit us , it will hut . 
Your comments are very valid , huh , in fact management thru its 
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initiative and aggres sive proce s s  have substantially done what you 
are asking for . Management has created a marketing team . GTA 
every s ince its inception as a monopoly has never been address ing 
the need to market its service because the concept that it is 
a supplier ' s  heaven . Now that no longer exists ; we have interconnect 
company that has j u s t  as much legitimate right to set up bus iness 
ad profit from the free enterprise system . S o  we have created a 
marketing team. Management in its own initiative have addres sed 
the need for a more spontaneous and responsive operation in the 
repair and installation of telephones taht sectionalized Guam 
into three sections - Northern , Central and Southern . I t  appears 
to be working quite favorably . Management also has introduced a 
very new concept not only to the is land but to the telephone 
industry and that is our phone markets , making available various 
types of telephone instruments to the general public . You may not 
be aware of this that thru management ' s  efforts and thru numerous 
consultations and conferences and meetings , Bill # 5 2  was introduced 
by S enatory Underwood and one of the provis ions is to amend 
Subsection d of S ection 2 16 1 0  of the Government Code to read : The 
provisions requiring contracts , bids , or notices shall not apply 
to the procurement of profes s ional or technical services ( th i s  i s  
the change) for revenue producL�g equipment such a s  telephone , 
mobile telephone , switchboard and other consumer oriented equipment .  
So we are as your concern legitimately pointed out , we are progressing 
toward that point where we can legitimately compete with L�terconnect 
companies . You have to be very conscious of the fact that the 
interconnect has j u s t  as much right to exis t  as Guam Telephone 
Authority or as any business enterprise profiting out of the free 
enterprise bus ienss . I f  GTA thru its government affiliation and its 
monopolistic power inhibits their busine s s  activity , that cuts acro s s  
the grain of the free enterprise system and o f  course , I ' m sure a s  
well a s  the general public believe in free enterprise system .  That ' s  
what makes this country works ; it is for that reason we are takincr 
the initiative rather than resorting to court delcaratory ruling , " 

we are taking the initiative by offering this amendment to our tar i f f  
because we have valid reason to believe . . .  

Any obj ection to the proposed tariff change to the Guam Telephone 
Authority ?  

14y name i s  Tony Trelta s , I ' m the executive treasurer for Chelu 
and I ' ve j u s t  a couple of comments concerning Bill 5 2 . I f  that will 
pas s , would it allow GTA to order direct to the manufacturer or would 
you still have • • .  order direct equipment that you need 

We can do pretty much what w;e care to do and not nece s s arily going 
thru the bidding procedures . 

I think •,o�hat it will allow us to do is give us the discretion . I f  we 
want to order 1 0 , 0 0 0  phones for the warehouse , we. can put it out to 
bid where we might get a lower price . I f  we want to order a PABX 
system that we need to get· in 3 0  days to get installed , we can get 
on a telex and telex a supplier in the s tates and get the thing here 
in two weeks . I think what· it will do is. give us that flexibility �hat private . e�t7:prise has that ' s  obviously what we need to compete -
7s that flex�b�l� �Y that government ent�ty don ' t  have and private 
�ndustry does . 
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Another concern i s  that I would like to see GTA try to consolidate 
all of the telephone needs that Government of Guam have and rather 
than having GTA the authori ty to install of their service 
departments and agencies rather than having other private firms 
come in and providing these telephone needs that do provide as well 
what GTA has . I would appreciate very much i f  you would , I don ' t  
know whether the governor would have that authority to send out 
or c irculate to advise the depar��ents rather than going outside 
of GTA to at least give GTA the consideration first .  

We have made that attemp t . 

What was the result of that? 

Right after , if I may say something , right after the penetration 
I was successfull in getting the governor to write a m��orandum to 
all the depar��ents to refrain from entering . . . . .  becau s e  of the 
fact that GTA i s  a government entity charged with that responsibility 
and also are in the midst of reconstruction , it is unfair right now 
for us to get into that. kind of . . .  in view of the reconstruction that 
are doing . So , we have succes s fu l  denied , or have the governor 
behind us , in denying other departments in entering into an agre��ent 
with the interconnect companies . 

I hope that this will only apply to the executive branch but the 
other branches within our government .  

We obviously would hope that they think s o  . 

I f  you had been present during the many many meetings that we ' ve 
had on this interconnect , your pos i tion even now as very competently 
voiced together with Mr .  Taitano couldn ' t  be as greater as 
our Chairman who was knocking on the table and that was the whole 
ide a .  But the idea basically is we are thinking of the same thing 
and we ' re trying to do the same . We can to go out there and compete 
because the money made by GTA of course would enable us to pay off 
the loan and of course pay off the emp loyees and everything e l se . 
So , we ' re very much in agreement with your concerns . 

You �"ow , we have a very heavy obligation to our m��ers here at 
GTA . The counse l  has stated that i f  we ' re present , i f  the board of 
directors would like to invite to these meetings ,  we would appreciate 
it and we will come . Public regarding thi s  thing (well , we ' ve only 
have exclusive bargain in March , a month) . The members come to us 
they hear rumors , rumors create a lot of problems . and the firs t thing 
they do is they come to us as their representatives and expressed 
their concern . I f  the Authority would permit to present at meetings 
where such dis cu s s ions are being deliberated on , I would appreciate i t .  

Are there any other comments , remarks , questions or any other witness 
who want to testify ?  I f  not , I would like on behalf o f  the board of 
directors of Guam Telephone Authority expre s s  our s incere appreciation 
for attendance tonight . All the comments , all the testimonies ,  
remarks will be takne into serious cons iderations before c.doption 
of the personnel rules and regulations . -

The notice for the tariff change will be appropriately published in the 



newspaper . I would apprec iate if you would look for it and definitely 
we welcome you to come back . Thank you . This hearing is adj ourned . 
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Memo randum 

To : General Hanager 

From : Human Resources D i rector 

Subj ect : P roposed Personnel Rul es and Regulations 

Forwarded herewith for your revi ew and ?resentation to the 
Board o f  D i rectors is G TA ' s  ?rop o se d  P er sonnel Rul e s  and 
Regulations . 

The results o f  the Public Hearing he l d  on Harch 2 8 ,  1 9 8 0  was 
reviewed thoroughl y .  

Suggestions by both local l (Che l u )  and local 3 (Operating 
,. Engineers ) were cons idered item by item, some o f  which rece ived 

concurrence by my staf f .  Our Personnel S?ec i al is t  devoted the 
nec e s s ary time and consideration in an attempt to determine 
��e merit of each sugge s t ions . The attached detai l s  the 
results of such review and the final recommendation o f  this 
depart."llen t .  

Upon adoption and approval o f  the Board o f  D i recto� , the document 
should then be fonvarded to the G o vernor via the Civil Service 
Commi s s ion for the ir action . It i s  ? O s s ib le that the Civil 
Se rvice Commi s s ion will conduct yet another P ub li c  Hearing on 
the proposed Personnel Rul e s  and Regul ations prior to submittal 
to the Governor . 

Attachment 



Rul e I I I 

Ru l e  IV 

Section 3 . 74 p age  Y. Local 3 

Recommendation to rei ns tate "consent may not be unreasonably  
wi thhe l d '' accepted . 

Che l u ' s  request to defi ne or interpret "confl i ct of i nterest "  i s  
sel f expl anatory . Emp l oyee may be permi tted outs i de 
empl oyment i f  such outs ide emp l oyment  does not confl i ct 
wi th GTA emp l oyment. such confl i cts as : 

1 .  vlorl<i ng for Western Pac i fi c .  
2 .  Work i n g  hours of outs i de emp l oyment  confl i cts wi th GTA 

emp l oyment 111herebv GTA work i ng hours may need adj ustment .  
3 .  Others of  .si mi lar-,' nature . 

Sect ion 3 .  75 page 7 Che l u  request for cla.r-i fi cati on of 
" immedi ate fami l y" and " fi rst degree of consangu i n i ty "  
cl ari fi ed by Board Chai rman duri ng Publ i c  Heari n g .  Al so 
refer to AG ' s  o p i n i on of 1 0/9/75 . ( attached ) 

Secti on 4 . 00 page 7 Rewri tten 

No change i n  i nten t  of our fi rst text. r1ade cons i s tent wi th 
OOA and Port Authori ty Personnel Rul es and Regu l ations . Th i s  

secti on · app l ies to recrui tment ,  sel ection and promotion . 
" Open competi ti on " app 1 i cab 1 e to a 1 1  of the above . 
However ,  for p romotion Section  4 . 20 ,  1 0 , 1 6  and 1 0 . 1 7  shal l 
app ly  ( Chel u  and Local 3 comments cons i dered ) . 

To read : Empl oyment i n  Guam Te l ephone Authori ty shal l be 
accomp l i shed cons i stent w i th the meri t pri nci p l es 
of recrui ti ng,  s el ecti ng,  and advanc i ng emp l oyees on the 
the bas i s  of thei r re l ati ve ab i l i ty ,  know l edge , and 
s ki l l s ,  incl udi ng open con s i derati on of qual i fi ed 
appl i cants for i n i ti a l emp l oyment .  " Open Competi ti on " 
imp l ies  that al l avai l ab l e  and i nterested persons 
who possess the pre-es tabl i shed mi nimum qua l i fi cations 
for a c l ass i fication or  occupation are el i gi b l e  to 
apply and be eval uated , ranked and cons i dered on the 
bas i s  of their  ab i l i ty ,  know l e dge and s k i l l s .  

Secti on 4 .  21 page 1 0  Che l u '  s recommendati on accepted .. 

' Section 4 . 33 page 1 2  Chel u ' s  recommendation rej ected . 
Reason - '(Attachment ) · Secti on 4 . 33 ( d )  , ( e ) , ( � )  and ( k ) . 

Secti on 4 . 51 page 1 6  Chel u '  s recommendation rejected . In the 
event of a ti e ( s )  al l e l i gi b l e  appl i cant havi ng same score 
wi l l  be certi fi ed and provi ded an opportun i ty to be 
i ntervi ewed .  ( i n-house po 1 i cy )  



Attachment 

Secti on 4 .  33 

( d )  Not justi fi ab l e .  From experi ence , 'lla i vers are not appropri ate , parti cularly 

that we do not have assembl ed exam at the present time . Furthermore , 

any document whi ch wou1d  rep resent as a qua l i fi cat ion requ i rement  

ful fi l l ment for a parti cul ar cl ass  i s  necessary before a fi nal rati ng 

i s  determi ned . Our present cl as s i fi cation standards when speci fyi ng a 

a degree requi rement i s  a lways fol l owed wi th "or  a degree i n  a rel ated fi e l d " .  

( e )  ( suggest we l eave as i s . Th i s  rel ates prior  to appoi ntmen t ) . 

( h )  ( l eave as i s )  " Evi dence that the appl i cant has been removed . "  

In  other words , di smi ssed or term i nated from GTA or  other agency . 

( k )  " Fa i l ure to res pond to our request for di scus s i on of cri mi na l  record or 

medical  exami nati on res u lts obtai ned through offi ci al  reques t by the 

Genera 1 Manager . "  I ntent  wau l  d be to exp 1 a i n  the extent o f  such report 

whereby cons i deration of a wai ve r  may be granted by management.  



Ru l e  V 

Ru l e  V I  

Secti on 4 . 55 page 1 7  Chel u  request on cl arification of Labor .  
Refer to attached occupati onal l i st, Catergory I I I#Labori ng 

Trade . and A1 T ied. ' A l l  emp l oyees fa l l i ng under th i s  category shal l 
be categori zed under thi s  occupati on . 

Section 4 .  72 page 21 ( a )  "expense of the authori ty"  stated . 

Secti on 4 . 74 page 22 . Have tri ed coordi nati ng wi th GliH , but  
they refused because of the tremendous number of  out  pa  ti  en  ts 
they handl e  dai l y .  

Secti on 5 .  2 0  page 2 3  Che 1 u '  s recommenda tion accepted . / 
Secti on 6 . 00 page 26 Che l u ' s  recommendation rejected . General 
Manager may certi fy e l i gi b l es or fi l l  posi tions by demotion , 
transfer or  reempl oyment.  ( Management' s prerogati ve - inhouse 
po l i cy )  

Secti on 6 . 70 page 28 Chel u ' s  recommendati on rejected . / 
Second sentence does ind i cate l i mi tati on . Cl as s i fi ed pos i ti ons 
such as engi neers may neces s i tate a contract parti cul arly 
that the profes s i on i s  very l imi ted on i s l and. Cases l i ke these 
norma l l y  authori zes above mi nimum step  pay . 

Rul e  V I I  I Secti on 8 .  00 page 32  Che 1 u '  s '  :recommendati on accepted.  

Secti on 8 . 40 page 32 ( c )  Local No . 3 

Ru l e  IX  

Ru l e  X 

Recollillendati ons rej ected . Management' s - Prerqgati've . _ 

Secti on 8 . 60 page 34 Local No . 3 recommendati ons rejected . 

Sal ary i ncrement subjec t  to fi nal approval of 
Manager and subject to ava i 1 ab i 1 i ty of. funds . 
performance rati ng i s  i n it ia l  sa l a ry increment 

the General 
Sati sfactory 
po 1 i cy .  

-

Secti on 9 . 02 page 35 Local No,. 3 recommendati ons rejected . __.-

Gri evance procedures very s imi l ar .  

Secti on 1 0 . 00 page 3 7  Chel u ' s  recommendations accepted ( d )  " I n  
any one ca 1 en dar year" ( f) accepted recommendation o f  Che 1 u .  

Secti on 1 0 . 1 2  page 39  ( need Legal Counsel ' s  opinion ) 

Secti on 1 0 . 1 4  page 40 - The intent of th i s  ru l e  is that a performance 
eval uati on wi l l  be made because of the l ayoff . However ,  th is  wi l l  
not be the u l timate determi nati on . Emp l oyee ' s  previ ous performance 
eva 1 uati ons wi 1 1  be revi ewed . 



Ru l e  X I  Secti on 1 1 . 26 Typ i ng error . Shoul d b e  "severe i l l nes s"  ( Local No . 3 
questi oned ) . 

Ca ll'  Back Pay - Local No . 3 recommendations parti al l y  accepted . 
Refer to Ru l e  X I I  Secti on 1 2 . 28 page 64 l as t  paragraph . 

Mi l eage al l owance not accepted . Ca l l bacx pay �f overtime rate 
fo r two hours rather th an four hours as recommended . 

Standby Duty - recommended by Local No . 
As agreed ,  management wi 1 1  requi re only 
duti es . 

3 re iected . 
-

supervisor. for standby 
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EOABD OF DIRECIORS 
SPECIAL MEE'I'JNG 
MAY 8, 1980 

FYB0-24 

I CALL ID ORDER 

The special meeting of the GrA Board of Di rectors w-as called to order 
at 5 :  35 p .rn. in the GrA conference r=n, Tarnu:ning. 

II ROLL CALL 

Present were: Jesus Perez , ChaiJ::n1an 
Mel He:mandez , Vice Olail:man 
Enrique Guerrero ,  Secretary 
Arthur Teves , M:rnl:::er 
Marcus Magallanes , M:rnl:::er 
Stanley Wilson, Menber 
Vincent Pere-Z ,  Legal Counsel 
John San Agustin, General Hanager 
Carlos San Agustin, Human Rescurces Director 
Jesus �..ani.busan ,  Engine<>._ring Direc'"._or 
Anthony Hutc."lis=, Canptroller 
C-.erald Taitano , Olelu President 
Tcny Trel tas , Olelu 

Boa_rcl Treasurer Ana San Nicolas w-as abse.'lt a'ld excJSed. 

III CCMMONICATICNS 

N=e 

OW BUSINESS 

A. Proposed Personnel Rules and R..."'gUlations 

Human Rescurces Director Carlos San ll.gustin r8];:0r'"<.ed that the catrnents 
received during the March 28th public hearing have bee.'l reviewed and 
sane were incorporated in t.'1e draft personnel rules and regulations . 
The draft has l:een review-ed and accepted by Civil Service Ccmnission 
in its present fom. He is new requesting the board to approve 
so that he can send it to Civil Se..rvice for yet another public hearing . 
Advanced copies of the draft were present-"'<1 to the board and after 
a short deliJ:eration on it, �.r. Guerrero rroved and Mr .  Hernandez sec=ded 
that the p:r.�po se<blles and regulations for GrA l::e adopted. Without any 
objection, the m:Jtion carried. 
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At this time , t.fJe J::oard expressed ccmmenda.tian tc rnanagenent, eS5Jecia.lly 
to 1-l..r. Carlos San Agustin and his staff , for the fine work t.fJey did 
in put""._i.ng tcget.fJ.er the draft, i=:J:FOrati.ng those carrnents received 
fran the public which are felt beneficial tc l::oth rnanagarer1t and 
the employe"'...S .  

V NEt'V BUSINESS 
A. Guam Telephme Directory 

Managenent prese.'lted a proposed resolution requesting tc open a savi:1gs 
account with the Bank of Guam for the purpose of deposit.i.'lg receipts 
for the Guam Telephone Direc'-...ory ae'"._ivities . Acccrdi.ng tc management ,  
the directory =trae'"..or, Garrison and l'l.ssociates , has left the island 
prematurely and the--re are still sane unpaid obligations fran the 
classified advertisements. Until the legal aspect of t.fJe case is 
settled, these m::mies =ot be deposited in GTA' s gEileral fund 
since they are made out tc Guam Telephone Directory. � , t.'l.e request 
tc open a separate savi-ngs acccunt is being made. 

Follcwi.'lg a short discussion an the matter, Mr. Hernandez roved and .. 
seconded by Mr. Gue=ero that the resolution be approved but the words , 
"Bank of Guam, " should be substituted with "any bank. "  Wit."lout any 
objee'"._ian, the mtian carried. 

B. Guam Contractors Lice.'1Se Board 

In line with the interccnnect business , Mr .  Maga.lla'les remarked t.'l.at 
he had found out that any contractor may obtain a licEI1Se tc do business 
in teleccrmu.mi.catian without any reguireme.'lt tc be specialized in that 
particular field. The other !IEllbers declared t.fJeir =co--= as well 
and gave ir1.structian tc managerrent tc write to the Guam Cont..'C.ctors 
Li=se Board requesting that GTA be allowed tc offer its re=memia
tion when an application is being reviewed. 

S.a..rt�of. •'?- consolati9!J.. f:o. the iiEobel::s:, .. l'1i:: . :.san: .l!igusti:i:l told the 
l::oard rrerobe..rs that though the abcve is true ,  FCC regulations protect 
GTA '  s system in that the interconnect equipnent must rreet the 
specification requirenents of FCC before the interccnnect caq:;any 
may connect tc our system. 

C. Reolacenent Instrument 

Management will look into the suggestion of providing a spare jack and 
plug telephone·, instrument while the subscriber ' s  cv.n inst...-urrent is 
being repaired tc insure =ti.nui ty of service tc the subscriber, 
thus preve.'lti.ng any a.llcwance for credit tc t.l'"je subscriber while his 
instrument is under repair. 

:D- ·sos Peti tian 

The J::oard deliberated at great 1EI1gth an the petition ge.'lerated by a 
group known as SCS (Sell OUr Svste:ml aski ncr fnr t-he '"" 1 "  �-" '"'"'� 
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Telephone sys""..ern. According to sane rnsnbers , the petition is ill 
t:.im=d in that GrA is still undergoing its reconstl:uction pio:J:Cartt. 
Chai:cman Perez said he was rather dismayed wi.th the petition when 
just nON REA has ocn£i:crned Mr. John San Agustin to l:e the pe!lllail6lt 
manager . He went on that the present board , with the exception of 
0.0 rnsnbers, and management have OI"�Y l:een with GrA for less than 
a year and yet REA has still given its approvaJ. of t."le present 
administration of the telephone system. He added that this petition 
should not wor:cy anyb:::dy. With the cc:rnpletion of the reconst..-r-uction 
prcject, the tim: will cane when Guam will enjoy a telephone 
system she so deserves .  

VI PUBLIC PllRI'ICIPATICN 

Mr. Treltas SfOke L< support that the petition is also not the answer. Ee 
said there are cc:rnpetent people wi.thi.Tl t."le Authority and selling t.":le system 
is like " transfe....,·ring one bad apply to anot.i-Je.!" , "  not implying that GrA 
is that bad apple. Still , he is of t."le opL""'lion that management must set 
up its standards on prcduc'"..ivity to l:e on a cc:rnpetititive grcund . 

Mr. San Agustin expressed sentiments to Mr .  Trel tas for assurnii:tg a similar 
stance tcward SC6 . He fur'-..her stated that t."le unions are l:eing looked at 
to assist in helping the employees understand that they are here to prov-ide 
good telephone service and as long as we are optimistic and dilige.Tlt, we 
will succeed. 

At this point , Chai:cman Perez stressed that the board and the management 
are looking tcM-a..'"Ci the union people to provide an appre.'1tices...'U.p program 
acc....<=ptable to GrA. 

There l:eing no further business to discuss , t.":le meeting was adjou:cned at 
7 : 15  p.m. 

ENRIQUE P / GUERREFO 
SECRETARY , BOARD OF DIRECIDBS 
GUAM TELEPHCNE ADTHOR.!.""TY 
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Resolution No. 80-27 

Reso l uti on Estab l i shing Personnel  Rul es and 
Regul ations for the Guam Te l ephone Authori ty 

Whereas , Sections 4004 and 21 61 2  of the Government  Code of Guam mandate 
that the Board of Di rectors of the Guam Tel ephone Authori ty sha l l estab l i sh 
Personnel Rul es and Regul ations govern i ng s e l ecti on , promoti o n ,  performance 
eva l uati on , demoti o n ,  suspens ion ,  and other disci p l i na ry action for the 
emp l oyees of the Authori ty ;  and 

'llhereas , a proposed Personnel Ru l es and Regu l ations was drafted and noti ce 
of a Publ i c  Heari ng was pub l i shed i n  two ( 2 )  n ewspapers of general c ircu l ati ons 
in the Terri tory of Guam on March 1 8 , 1 980 and March 27 ,  1 980 as requi red by 
Section 24201 of  the Government Code of Guam ; and 

Whereas , a Publ i c  Hearing was conducted at the Authori ty ' s  Conference 
Room on  l�arch 28 , 1 980 , and a l l  interested parti es were afforded an adequate 
opportun i ty to parti ci pate i n  the formu l ation of the proposed ruTes and regu l ati ons 
through the p resentation of facts or argument or  the submi ss ion of wri tten data 
or vi ews ; and 

Whereas , the rep resentati ves of Operating Engi neers Loca 1 Union No . 3 and 
the Chamorro Emp l oyees Labor Union ( CHELU ) presented oral and wri tten 
·recommendations and requests for c 1 a ri fi ca tions on certa i n  provi s i ens of the 
proposed Personnel Rul es and Regu l ations ; and 

Whereas , these recommendati ons , comments and requests for c l ari fi cati ons 
were revi ewed by an appropri ate commi ttee and some were i ncorporated in the 
draft personne l ru l es and regul ations ; and 

i·ihereas , on May 8, 1 980 , the Board of Di rectors of the Guam Te l ephone 
Authority he l d  a speci a l  meeting to consi der the adopti on of the proposed ru l es 
and reg u l ations and other matters ; and 

Whereas , at thi s  special  meeting the Board of Di rectors of the Guam 
Tel ephone Authori ty approved a moti on  to adopt the p roposed Personnel  Rul es 
and Regu l ations for the Authority wi thout any objection ; now , therefore , be i t  

Reso l ved, that the pro posed Personnel  Rul es and Regu l ations dated May 8 ,  
1 980,  shal l be the offi ci al Personnel Ru les  and Regul ations for the Guam 
Tel ephone Authori ty upon approval  by the C i v i l Servi ce Commi s s i on , Government  
of Guam ,  and by Executi ve Order of  the Governor .  

J ESUS L .  
BOARD OF 
GUAr� TEL cnum"r 

of �lay . 1 980 . 

--.(:W / . I ,: 
._,.- .I 

ENRIQUE P� GUERRERO , SECRETARY 
BOARD OF D I RE CTORS 
GUAM TELEPHONE AUTHORITY 


