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EXECUTIVE SUMMARY
Guam Memorial Hospital Authority
Compensation Controls for Employees’ Salaries Below $100,000
Report No. 13-04, December 2013

Over the last three vears, the Guam Memorial Hospital Authority (GMHA) has experienced fluctuating
staffing levels and a number of vacancies in several departments, which have fostered the need for
additional hours worked and overtime for its employees. Between calendar years (CY) 2010 and 2012,
GMHA paid a total of $121 million (M) to 1.304 individuals who were compensated less than $100
thousand (K). Our audit found that GMHA"s compensation controls were better managed for
personnel who were paid less than $100 thousand (K) compared to those compensated greater than
STOOK.

For the 28 individuals tested, GMHA documented compensation for multiple pay types. such as annual
leave, overtime, and additional straight time; timekeeping was electronically maintained through the
GMHA AS400: and timesheets were reviewed and approved. Although GMHA controls were better
managed for employees receiving less than $100K, we found:

# Certain exempt employees were compensated $9K in overtime and $3 1K in additional straight-
time;

# Four Housekeeping employees consistently worked over 3.000 hours annually, of which two
received $115K in overtime over a three-year period;

» Part-time employees were compensated as high as 316% over their base pay; and

» Errors due to manual inputting of weekend and certification pay.

In our previous audit (OPA Report No. 12-04), we found that compensation controls for salaried
physicians and employees compensated over $100K were more lenient; inconsistently applied and
administered. and at a higher risk for excessive compensation, errors, misreporting, and abuse.
Specifically: 1} there was a lack of scrutiny over Radiologists” hours; 2} timesheets were not reviewed
or approved: and 3) work hours were not authorized or justified.

Overtime and Straight-time Pay Afforded to Certain Exempt Employees

In this audit, we found several weaknesses pertaining to exempt employees: ) two were compensated
$9K in overtime: 2) $3IK in additional straight-time was provided to a Supervisor; and 3) I8
employees were misclassified as exempt when their duties were of a non-exempt nature. These
conditions occurred due to management’s ability to override the payroll system, GMHAs practice to
allow additional compensation, and GMHA’s misclassification of exempt employees.

The additional straight-time compensation, which is calculated as additional hours worked times the
employee’s base rate, paid to certain exempt employees has been GMHA's practice for several years.
This practice is not written or formally adopted by the GMHA Board. In line with the Fair Labor
Standards Act, GMHA is not required to pay overtime or compensatory time to employees in a bona
fide executive, administrative, or professional capacity; except for exempt employees who provide
direct patient care. Though this has been a common GMHA practice and is not illegal, it is a
questionable practice that is not equitably applied between executive line agencies and GMHA.
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Four Housekeeping Employees Worked in Excess of 3,000 Hours

During CY 2010 through 2012, Housekeeping was the only department wherein 16 employees worked
more than 2,500 hours in at least one of the three vears reviewed. Ofthe 16 emiployees, four employees
consistently worked more than 3,000 hours annually, of which two received $115K in overtime over a
three-year period. One Housekeeper Il was compensated an average of $44K annually and worked an
average of 1,603 hours or $25K in overtime. GMHA does not have any built-in mechanisms within
its payroll system to indicate when an employee is exceeding their scheduled hours within a pay period.
Had their Safe Hours of Work policy been formally adopted, these four employees would have worked
beyond what the policy would have typically allowed. Such a policy provides guidance to ensure the
safety and health of employees and patients, and to ensure work is performed in a safe manner. GMHA
has yet to have this policy approved by its Beard.

Part-Time Employees Compensated over 50% of Base Pay

Due to the nature of GMHA s mandate to provide round-the-clock medical services, there are enhanced
opportunities for part-time employees, as well as full-time, to receive significant compensation over
their base pay. Our analysis revealed that 46 part-time employees received compensation ranging from
50% to 316% over their base pay as there is currently no compensation thresheold policy established.

Manua! Inputting Resulted In Nominal Errors

GMHA has yet to implement automation of certification and weekend pay within its payroll system.
Although we found errors due to the manual inputting of certification and weekend pay for those
employees compensated below $100K, this had a nominal net effect of $(86) compared to the $6.721
questioned for employees compensated over $100K in our previous audit.

Conclusion and Recommendations

GMHA has better payroll controls for employees compensated below $100K, whereas our previous
audit found weak management oversight and inconsistent application of payroll practices over the
compensation of physicians and employees compensated over $100K. We identified questioned costs
amounting to $40K compared to the prior audit’s questioned cost of $206K.

From this audit, we recommend that the GMHA Director: 1) amend the classification of exempt
positions to reflect the Code Federal Regulations requirements of said duties; 2) restrict positions
considered “exempt” from overtime compensation; and 3) adopt the Safe Hours of Work Policy. We
also reiterate our previous recommendation to automate certification and weekend pay within its
payroll system.

GMHA management generally concurred with the findings and recommendations and have introduced
new processes and internal controls to ensure accurate human resources and payroll procedures. See
official response in Appendix 10,
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Doris Flores Brooks, CPA, CGFM
Public Auditor
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Introduction

This report presents the results of our audit of the Guam Memorial Hospital Authority (GMHA)'s
compensation controls for employees compensated below $100 thousand (K} from January 1, 2010
to December 31, 2012, The audit was conducted as part of the Office of Public Accountability
(OPA)’s annual work plan and as a follow-up to our audit of GMHA Compensation Controls (OPA
Report No. 12-04) issued in November 2012. Our audit objectives were to determine: 1} whether
controls were in place to ensure that GMHA staff were receiving authorized and accurate
compensation, and 2) whether overtime was paid to eligible GMHA personnel in accordance with
regulations and policies and procedures. For the purpose of this audit, we limited our review to
personnel whose compensation fell below $100K.

The audit objectives, scope, methodology and prior audit coverage are detailed in Appendix 2.

Background

GMHA, a component unit of the Government of Guam (GovGuam), was created in July 1977
under Public Law No. 14-29 as an autonomous agency. GMHA owns and operates the Guam
Memonal Hospital (the Hospital). The Hospital is licensed for 159 general acute care beds, 16
bassinettes, and 33 long-term beds. The Hospital provides all customary acute care services and
certain specialty services to all individuals regardless of residency or ability to pay. These include
adult and pediatric medical services; inpatient and outpatient surgery; intensive care (neonatal,
pediatric, and adult); skilled nursing care; laboratory and comprehensive blood bank services;
radiology, nuclear medicine, and CT scan diagnostic services; pharmacy; respiratory care; renal
dialysis; physical, occupational, speech, language pathology and recreational therapy; dietetic
services; and 24-hour emergency services.

The Hospital derives a significant portion of its revenues from third-party payers, including
Medicare, GovGuam’s Medically Indigent Program (MIP), Medicaid and commercial insurance
organizations. The Hospital is open 24 hours, 363 days per year and is one of the healthcare
components of GovGuam in which medical services cannot be withheld due to non-payment by
the patient.

GMHA operates under the authority of a nine-member Board of Trustees, all of whom are
appointed by the Governor with the advice and consent of the Guam Legislature. From fiscal year
(FY) 2010 to FY 2012, GMHA"s annual budgeted cost for Salaries and Benefits increased by 5%
from £68 million (M) to $71M despite the 9% decrease in personnel count from 1,063 employees
to 967 employees. See below for details:

Table 1: GMHA Salaries and Benefits Budget

Fiscél Year
Overall GMHA Budget 599,991,850 $113,240,122 $ 112,695,965

Suite 1. DHA Building
238 Archblshop Fiores Street, Hagatna, Quam 06910
Tei (671 47580390 « Fax (671; 4721-7051
www.guamopa.org + Hotline: 47AUDIT (472-B348)



Fiscal Year ' 2010 2011 : 2012
Salaries & Benefits Expenses 567,868,412 571,613,197 $71,144,276
Salaries & Benefits Expenses to Overalt 68% 63% 63%
Budget Percentage
No. of Employees 1,063 999 967

Analysis of Compensation below $100K

We analyzed GMHA individuals whose annual compensation fell below $100K based on 2010 through
2012 W-2 information provided. During the three-year period, GMHA paid $121.4M, or an average
of $40.5M annually, to 1.304 individuals. The highest compensated employee for the purpose of this
report received a total of $287K over the three years. From CY 2010 to 2012, a majority of GMHA
employees or 79% were annuaily compensated below $100K. See Table 2 below for a summary of
GMHA’s compensation distribution for empliovees per year.

Table 2: CY 2010 ~ 2012 GMHA Employees Range of Pay

2010 o I : 2012, Common

S g : I Size
RANGE OF PAY Ct.  Total Cost Total Cost | : Percentage
$90,000 - $99,999 26 2478721 § 24+ 2250457 13 1226130 | 43 5,955,307 4%
$80,000 - 599,999 43 3635270 | 38 3228970 1 47 | 3979626 | 78 | 10,843.866 7%
[ $70.000 - $79,999 45 3394416 | 54 | 4041084 | 57 | 4239830 | 95 675330 | 8%
S60.000- 569999 | 64 4145061 | 68 | 4419026 | 64 | 4n18224 | 122 12,682,411 8%
$50,000 - $59,999 77 2235760 | 72 3em9r0 | se | ads4ior | 148 12593832 [ 8%
$40,000 - $49.999 [ 130 6202258 | 150 | 6718826 | 153 6836284 | 253 19847368 | 13%
$30,000 - $39.999 199 6879958 | 194 | 6755000 | 192 . 6580315 | 321 20216173 | 13%
[ $20.000 - 529,999 240 | 5951208 | 282 | 7.048.551 ] 247 | 6000109 | 404 | 19089868 | 12%
$10.000 - $19,999 tos - 275003 | 134 | 2043716 | 136 | 2151326 | 30 7030135 | 5%
Less than $10,000 139 707778 | 88 197775 | 78 354,522 | 268%%¢ 1 460,076 1%
Subtotal 1137 | 40455524 | 1104 | 40.978.375 | 1067 | 39.960467 ¢ 1.304%% | 121394366 |  79%
| Mare than $100,000 57 10,801,876 | 59 | 10990853 | 57 | 10622698 i 76 32416427 | 21%
TOTAL 1194 | $ 51,257,400 | 1,163 | $51,970,228 | 1,124 | $50,583,165 | 1349** | 3153810793 |  100%
* Employeﬂs .
** This amount climinates the double counting of individuals who were categorized in multipie ranges of pay above. Due to the inconsistencies of
compensation received from one year to another, one individual can be counted in different ranges of pay.
4+ There were 208 employees compensated hetween $1 and $9.920 as they were new employees, employees who left GMHA before the end of the year,
and employees with base salaries betow $10K.

Top 10 Individuals Compensation

We identified 10 individuals who received the highest cumulative compensation from CY 2010
through 2012 due to their already high base salary: eight were Staff Nurse ils, the Administrator
of Hospital Food Services, and a Respiratory Therapist 11. These employees were collectively
compensated $2.8M and worked in the following departments: Skilled Nursing, Medical/Surgical,
ICU/CCU, Progressive Care Untt, Respiratory Care, Labor & Delivery, Operating Room, and
Dietary, See Table 3 for details.



Table 3: Analysis of Top 10 Compensation from CY 2010 ~ 2612}

DIETARY (INCLUDE | ADMIN HOSPITAL Wages, Tips 96,210 | 94378 | 96229 ;
CAFETERIA) FOOD SERVICES DBase Salary 89,419 89.41? 89.4!? 268,258
o Over Base 8% 6% %o
o Wages, Tips | 96440 | 93787 | 94,529 284,756 | 94919
SKILLED NURSING | STAFF NURSE I Base Salary 66338 | 66358 | 66,358 169,074
% Over Base 45% 41% 12%
ﬂ Wages, Tips 96970 | 90626 | 95512 283,108 94,369
MEDICAL! STAFF NURSE H Base Salary caid | haad T ea0a (62 343
SURGICAL DRE 22 A1 . - °
Yo Over Base 31% 41% 49%
WCUCCL & Wages, Tips 93,705 97,790 91,058 282,553 94,184
TELEPROGRESSIVE | STAFF NURSE II Base Salary 61.946 | 64,114 | 64,114 190,175
CARE UNIT (PCLI) 9% Over Base 51% 53% 429,
. o CHIEF RESP THER Wages. Tips 96,858 93,016 89,391 279266 93,089
RESPIRA LORY (HCA), RESP Buse Salary 71500 | 33768 | 53,768 179,046
THERAPIST If o, Over Base 35% 73% 66%
Wages, Tips 87376 | 91,993 | 98912 278.281 92 760
ICUACCL STAFF NURSE [} Base Salary 68 681 71,084 71,084 210,849
% Over Base 27% 20% 399
| Wages, Tips 90,894 | 92,882 | 89499 273.274 91,091
LAnORE STAFF NURSE ¢ Base Salary 61946 | 64114 | 64114 £90,175
o - Yo Over Base 47% 45% 4%
MEDICALY Wages. Tips 94473 80,234 | 91.663 272370 90,790 |
SURGICAL STAFF NURSE 11 Base Salary 66,358 | 68681 68,681 203,720
— - 3 L -
%% Over Base 429% 26% 33%
o Wages, Tips 87199 | 927771 90980 270,956 90,319
OPERATING ROOM | 1 ApF NURSE 1l | Base Salary 78813 | 81370 | 1570 | 241,953
(SURGERY) P y o o
Yo Ohver Base 1 1% 14%% 12%
Wages, Tips 94,674 92216 83,166 270,053 90,618
CUACU STAFF NURSE 11 Base Salary 64,114 | 66358 | 66358 196,830
% Over Base 48% 39 25%

During the three years under review, the Administrator of Hospital Food Services received the
highest total compensation of $287K or averaged $96K annually. This employee’s annual base
salary was at a constant $89K and was annually compensated between 6% and 8% over their base
salary. According to GMHA, this employee is entitled to certification pay, which allowed the
employee to earn additional compensation. In CY 2010, the Chiet Respiratory Therapist had a
base salary of $72K. During CY 2011 and 2012, this employee became a Respiratory Therapist
[I, which resulted in a 25% decrease in base salary to $54K. Despite the decrease in base salary,
this employee was able to maintain an average compensation of $93K.

Analysis of Actual Hours Worked

During CY 2010 through 2012, we tfound almost 99% of GMHA employees compensated below
$100K worked less than 2,500 hours. The remaining 1% or 30 full-time employees worked more
than 2,500 hours. In contrast, there were 11 part-time employees who worked more than 2,000
hours, which is nearly equivalent to a full-ime position. These employees were from various

' Analysis of individuals receiving below §100K,

t
o
'



GMHA departments, such as Intensive Care Unit/Critical Condition Unit (ICU/CCU), Dietary,
Emergency Room, and Patient Registration. Table 4 below shows the range of hours worked per
year for the 1,304 individuals who eamed less than $100K annually. Refer to Appendix 3 for the
number of full-time (FT) and part-time (PT) employees’ range of actual hours worked per division.

Table 4: CY 2010 ~ 2012 Range of Hours Worked

: 2810 2010 2011 2011 nz2 2012
RANGE OF HOURS FY PY Total FT  PT Total FI PT Total

MORE THAN 3,000 HOURS 5
2,500 - 3,000 HOURS E
2,100 - 2,500 HOURS | I
2,000 - 2,100 HOURS 138
LESS THAN 2,000 HOURS 631
NONE 15
- GRAND TOTAL , 981

Of'the 30 employees who worked more than 2,500 hours, 16 employees are from the Housekeeping
department. The 30 identified employees worked within the following divisions and departments
and had the following positions:

» Fiscal Services Division
o Two Medical Records Clerks
o Patient Affairs Accounting Tech Supervisor
# Nursing Division
o Three Emergency Room Staff Nurse [{'s
o ICU/CCU Cardiac Monitoring Technician
» Operations Division
o Communications Telephone Operator Supervisor
Facilities Maintenance Engineer Supervisor
Chief of Environmental Services
Twelve Housekeeper ['s
Housekeeper 1
Housekeeping Laundry Manager
Skilled Nursing Unit (SNU) — Housekeeping Supervisor
# Professional Support Division
Pharmacy Aide
Two Pharmacy Technicians
Physical Therapy Hospital Rehab Technician 111
Radiology Imaging Services X-ray Technician 11

oo 0 0 00

Q
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Results of Audit

L

With salaries being the largest expenditure ranging from 63% to 68% of GMHA’s total budget for
fiscal years (FY) 2010 through 2012, we found payroll control procedures were better managed
for those who were compensated below $100 thousand (K) eompared to physicians and other
employees compensated over $100K. Specifically, GMHA documented compensation for
multiple types of leave, overtime and additional straight time; timekeeping was electronically
maintained through the GMHA AS400; all tested timesheets were reviewed and approved; and
compensation was generally accurately calculated. Although GMHA has controls in place, we
found:

=

e

-

» Certain exempt employees were compensated 39K in overtime and $31K in additional
straight-time;

» Four Housekeeping employees consistently worked over 3,000 hours annually, of which
two received $115K in overtime pay over a three-vear period;

» Part-time employees were compensated as high as 316% of their base pay; and

= # Lrrors due to manual inputting of weekend and certification pay resulted in nominal
- guestioned cost of $(86).

o For this audit, we tested the pavroll data and documentation for 28 selected individuals with
% compensation below S100K, and identified questioned costs of: $1,174 for the straight-time

compensation to an exempt employee and $(86) for errors in the manual inputting of certification
and weekend pay.

%2
-

In contrast, our previous audit on GMHA Compensation Controls (OPA Report No. 12-04)
identified questioned costs amounting to $206K for the three pay periods tested for 13 selected
individuals compensated over $100K. Our previous audit found that payroll conirols over staff
compensation over $100K were lenient, especially for Physicians. Specific findings included: 1)
there was a lack of scrutiny over Radiologists' hours: 2) timesheets were not reviewed or approved:;

ke

i

. and 3) work hours were not authorized or justified. The inconsistent application of payroll controls
o P . . . - - . .

and administration provide increased opportunities for excessive compensation, errors,
% misteporting. and abuse,

Better Managed Controls for Employees Compensated below $100K
We noted in this current audit that timekeeping errors were minimized as there were better payroll
controls for emplovees compensated less than $100K, compared to OPA Report No. 12-04 where
there were payroll control deficiencies for Physicians and employees compensated over $100K.
Established controls presently included a review of payroll transactions from Unit Timekeeper to
Unit Supervisor to Payroll, which provide independent verifications of pay input to ensure prompt
identification and correction of any transactions flagged as a possible error. We also found that

e

§ GMHA ger}eral{y applied payroll processing requirements consistently a.n_d completed proper
= documentation for pay codes, such as annual feave, sick leave, and overtime. However. some
" internal procedures still lack consistency in their application, such as the calculation of manually
% inputted pay types.



Overtime and Straight-Time Pay for Certain Exempt Employees

Questioned

The Fair Labor Standards Act (FL.SA) requires that most employees in the United States be paid
at least the federal minimum wage for all hours worked and overtime pay at time and one-half the
regular rate of pay for all hours worked over 40 hours in a workweek. However, Section 13(a) 1)
and Section 13(a)(17) of the FLLSA provides an exemption from both minimum wage and overtime
pay for employees emploved as bona fide executive, administrative, professional. outside sales,
and certain computer employees. To qualify for the exemption, emplovees generally must meet
certain tests regarding their job duties and be paid on a salary basis at not less than $455 per weck.
Job titles do not determine exempt status; instead. an employee’s specific job duties and salary
must meet all the requirements of the regulations.

In line with FLSA, GMHA is nct required to pay overtime or compensatory time to “exempt”
employees who are in a bona [ide executive, administrative, or professional capacity. According
to the GMHA Personnel Services Administrator, there are two wavs to determine whether an
employce is exempt or non-exempt: job duties and pay classification. Certain exempt emplovees,
such as all nursing positions. may eam overtime or compensatory time for direct patient care
duties. In addition, any GMHA emplovee compensated at K pay grade and above is considered
exempt.

Since 2007, Guam’s Minimum Wage and Hour Act, Title 22 of the Guam Code Annotated, Section
3108(b) regarding emplovee exemptions has mirrored the FL.SA’s definitions and limits of
exemptions under Title 29 Code of Federal Regulations (CFR), Section 541. According to the
Department of Labor Wage and Hour Division Administrator, the pay grade does not determine
the exempt status, but rather by an employee’s duties. The Department of Administration (DOA)
strictly follows the listing of exempt positions specified in Executive Order 2005-28.

GMHA provides overtime pay to address emergency situations, deliver essential services, provide
holiday coverage, and to supplement other priority staffing needs that require employees to work
bevond their normally scheduled hours.

For the three-vear period, we found GMITA compensated a total of $9K in overtime to two exempt
employees: an Inventory Management Officer and a Hospital Property Management Officer. In
addition, we found $11K in additional straight-time compensated to 19 exempt employees within
pay periods ended July 30, 2011 and December 15, 2012, GMHA considered these emplovees
exempt due to their job duties and pay classification, but they may have been misclassitied as their
tasks do not fit the established FL.SA and GMHA criteria for exempt employees.

The payment of additional compensation to exempt employees is not illegal, but it is a questionable
practice that is not equitably applied between executive line agencies and GMHA.

Exempt Employees Compensated Overtime

GMHA paid $9K for 386 hours in overtime over the past three vears to an Inventory Management
Officer and Hospital Property Management Officer within the Materials Management department.
The $9K is a cost not allowed by GovGuam statutes and GMHA policies and procedures and
therefore considered a questioned cost.
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We also identified another $1.2M for 28,933 hours in overtime and double time compensated to
113 Nursing and Professional Support emplovees, including Hospital Unit Supervisors, Hospital
Staft Nurse 2 — Clinical, and Respiratory Therapists. These 113 employees are classified as
exempt employees. However, they are eligible {or the overtime and double time due to the direct
patient care they may provide.

Additional Straight-Time Provided to Exempt Employees

We interviewed the DOA Chiet Payroll Supervisor and found that DOA uses the DOA
Organization Circular No. (03-022 as criteria to classify positions as exempt or non-exempt. This
Circular explains the mechanics by which the rules under the FLSA would be applied to employees
in the executive, administrative and professional exempt categories within the government. Refer
to Appendix 4 for details of the DOA Organization Circular No. 05-022. Exempt emplovees
within the GovGuam line agencies are held to this criteria and are barred from receiving overtime
pay or additional pay. Should these types of compensation be inputted, the DOA AS400 has flags
in its system to alert pavroll technicians of an employee’s exempt status and restricts the processing
of payroll.  The DOA Chief Payroll Supervisor is the only employee who can perform a manual
override for additional compensation, which can only be approved by an accompanying Executive
Order or Public Law,

In contrast to DOA’s procedures. GMIA provides pre-approved additional straight-time for their
exempt employees. The Department Managers would submit their department’s requests to the
Chief I"inancial Officer (CFO) for approval. Unlike overtime for non-exempt employees who
receive time and a half. pre-approved additional straight-time pay is compensated at the
emplovee’s base rate. However, we did not find any policy to allow for additional straight-time
for exempt employvees in lieu of overtime, which has been a common practice for GMHA for years
dating as far back as 1985,

According to GMHMA's General Accounting Supervisor, exempt emplovees should be
compensated for all hours worked. However, in our interview with the Personne!l Services
Administrator. exempt employees should be restricted from additional straight-time compensation.
Prior to employment. exempt employees are notified that they are not eligible for overtime or other
forms of compensation for additional hours worked. As exempt employees. they are entitled to a
salary based on 2,080 hours. The compensation of additional hours is not permitted because it is
considered into the base salary.

A Senator in the 31% Guam Legislature requested OPA to review a “Whistleblower Complaint™
alleging certain exempt emplovees received overtime not legally authorized. The provided
documents alleged that employees inappropriately received thousands of dollars in excess of their
full-time salaries. Of the seven individuals noted in the “Whistleblower Complaint™, we tested an
Accounting Tech Supervisor, Accountant I11, and General Accounting Supervisor to determine
whether they received authorized and accurate compensation. In addition, during our analysis, we
found that the Patient Affairs Accounting Tech Supervisor was compensated 2,530 hours in CY
2010, but the actual hours worked decreased by 18% to 2,073 in CY 2012, For these three
emplovees, we found that no overtime hours were compensated and any additional straight-time
hours paid were justified.

S0



We also analyzed four exempt emplovees who worked over 2.200 hours annually and received
additional straight-time compensation from CY 2010 through 2012 totaling $196K. The four
exempt employees were a Laundry Manager, Housekeeping Supervisor, Engineer Supervisor and
Telephone Operator Supervisor.  Thesc additional straight-time hours were allowed at
management's discretion for special projects. to meet deadlines, and to supplementstaft shortages.
In discussions with the Department of Labor, the payment of additional straight-time is not illegal.
but a questionable practice because it 15 not consistent with DOA’s Human Resources policy
regarding exempt emplovee’s compensation.

Of the four exempt employees, we question only one, the Engineer Supervisor, who received 1,137
in additional straight-time totaling $31K. Based on the straight-time justifications provided during
pay periods ended (PPE) July 30, 2011 and December 15, 2012, the employee’s tasks were of an
executive capacity where his primary duty was managing the Facilities Maintenance department.
This Supervisor regularly directs the work of two or more employees and monitors on-going
(GMHA projects and site inspections.

Also, for PPE July 30, 2011 and December 15, 2012, 19 exempt emplovecs were compensated
$11K of pre-approved additional straight-time in lieu of overtime. We reviewed the justifications
for the additional straight-time and found that the tasks performed by 18 of the 19 exempt
employees did not fit the criteria of the GovGuam and F1.SA requirements for exempt emplovees.
Thus, GMHA may have incorrectly classified these emplovees as exempt.

While the GMHA payroll system has built-in controls that does not allow exempt emplovees to
receive additional straight-time and overtime pay. the above findings occurred due to
management’s discretion and subsequent manual override.  Accordingly, management should
review all employees elassified as exempt to ensure their exemption is correct so as to limit
management’s overnde of additional compensation for exempt employees.

In summary, GMHA is not required to pay overtime or compensatory time to employees in a bona
fide executive, administrative, or professional capacity, which is in line with FI.SA. except for
exempt employees who provide direct patient care. In licu of overtime, GMHA allowed exempt
emplovees to receive pre-approved and justified additional straight-time compensation. Though
this has been a common GMHA practice and is not illegal, it is a questionable practice that is not
equitably applied between executive line agencies and GMHA. We recommend that:

» GMHA Personnel Services Administrator review whether employees are properly
classified as exempt and non-exempt to ensure employees of specitic position titles are
compensated according to their duties and to reflect CFR requirements of said duties: and

» GMHA Management limit the instances of manual override and restrict positions
considered “exempt” from overtime compensation.

Selected Housekeeping Employees Worked over 3,000 Hours

During CY 2010 through 2012, Housekeeping was the only department wherein 16 emplovees
worked more than 2,500 hours in at least one of the three vears. Of the 16 cmplovees, four
emplovees consistently worked more than 3,000 hours in at least two years. Our test confirmed
that overtime hours and pay were generally in compliance with GMHA policies and procedures,
approved. and substantiated. lowever, certain overtime could be better managed, such as high
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levels of overtime incurred by the same employees in multiple years. For example, one
Housekeeper 11 was compensated an average of $44K annually and worked an average of 1,603
hours or $25K in overtime. In addition, the Housekeeper I11's 3,000-plus hours ranged from 61%
to 115% more than the average hours of other Housekeeper I1s who worked those same years.

Further, one Housekeeping Supervisor worked a total of 4,306 hours or 83 hours every week in
CY 2010. With confirmation from Personnel Services, this position is an exempt position and is
not entitled to overtime. However, this individual was compensated 2,226 hours or $35K in
additional straight-time during CY 2010, 1f a Housekeeping employee is on annual leave, sick
leave, or not at work for any reason, the Housekeeping Supervisor will seek out replacements. 1f
there are no volunteers, the supervisors or managers will work the schedule and as a result,
accumulate greater amounts of straight-time pay.

We question management's approval of the extensive hours and whether management intended
for employees to work these hours. A total of four employees consistently worked more than
3.000 hours, of which two employees received $115K in overtime over the three-year period. Had
GMHA formally adopted their Safe Hours of Work policy, a portion of $115K in overtime paid to
the two employees would have likely been included in questioned cost. See Table 5 lists the
Housekeeping employees with more than 3,000 actual hours worked.

Table 5: Housekeeping Employees with More than 3,000 Actual Hours Worked

POSITION TITLE 2010 2611 2012 TOTAL
AMNNUAL HOURS WORKED 3,969 2,941 3,640 10,550
HOUSEKEEPER T BASE SALARY 4% 19,800 § 22,486 $22486 | § 84,772
WA(-ES TIP.‘:. § 46, ?4\ § 38076 $ 48,163 $ 13" o84
ANNUAL HOURS WORKED | 3684 | 1195 . YT
HOUSEKEEPER 1 BASE SALARY $ 18916 | % 2i384 § 21,384 3 6L684
WAGES 1IP§ 442601 § 28453 $ 329014 % 76 004
A‘\NU \L HUURS W()RKE{J 3.443 3,067 3.590 10, 1{)1
LAUNDRY MANAGER BASE SALARY $ 31418 5 32517 $ 32517 | § 90452
WAGES, TIF‘S £ 53744 5§ 49813 $ \3 76() 3 164323
AIN‘\IU'-\L HO{ RH WORI\EL) 4,306 3,266 3, '198 11,169
HOUSEKEEPING SUPERVISOR | BASE SALARY § 32,228 § 36,816 | % 36816 | % 105860
WAGE‘\ T IP% $ (15 880 $ 57,308 $ ()4 46‘? b 187 3\:
ANNUAL HUURR WORKED % 017 2,604 3, 397 9 U’J 3
HOUSEKEEPER § BASE SALARY 1% 16,079 £ 19800 1 % 19800 [ % 35679
WAGES, TIPS 3 ’6 i3 $ 30303 % 39,360 ¥ 97076
TOTAL AN P\L‘AL HUlJR‘. WURKEI) 18 4%8 13,073 14 2 l(} 45,722
TOTAL BASE SALARY $ 11844 $ 133003 ¢ 8133003 $ 384447
TOTAL WAGES, TIPS $ 239544 £ 204,654 $214.042 $ 658240
*Annual Hours Worked is based solely on straight-time hours, overfime hours, and double time hours.

According to the Chief of Environmental Services, Housekeeping overtime and additional straight-
time was needed due to:
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Significant efforts to achieve the Joint Commission’s Accreditation in April 2010:

» Statfing level required for a 24-hour operations controlled by GMHA TInfection Control
standards, Nursing Division recommendations, and State and Federal Regulatory
requirements, which include the Joint Commission and Centers for Medicare and Medicaid
services;

# Lack of GMHA Discharge Policy to consistently discharge patients during a certain time
period and allow for smooth room transters; and

» Employee coverage for staff on annual and sick leave.

7

Based on our review of overtime and additional straight-time justifications for the pay period
ended July 30, 2011, we found that there were six vacancies within the department and several
Housekeeping emplovees were on annual teave, sick leave, and on light duty. Light duty is work
that has been gathered to give the individual with a disability the opportunity to do meaningful
work while they are recovering {rom his or her illness or injury.

The maximum hours of work needs to be monitored to ensure the safety and health of the employee
and the patients. GMHA does not have any built-in mechanisms within its payroll system to
indicate when an employee is exceeding their scheduled hours within a pay period.  Also,
management did not provide oversight or review how scheduled hours compare to actual hours.

In 2005, GMHA drafted a Sate Hours of Work policy to ensure that the employee’s work is
performed in a safe manner. Should this policy be formally adopted:

1. An employee will not be allowed to work more than 16 hours consecutively, or in one 24-
hour day:

2. An employee will not be authorized to work more than 84 hours within a single seven-day
period; and

3. An emplovee will not be required to work more than 28 hours within a time span of two
days.

.

Per the policy, exceptions to the above may be made only if the employee volunteers his services
and has the specific approval of his department head, and/or division managers, and in cases where
excessive hours of work are necessary because of weather conditions, necessary seasonal
activities, or emergencies. Written documentation would be submitted by the department head
and/or division managers to the Administrator within 48 hours of such occurrence.

As previously noted, we found instances where tour Housckeeping employees worked beyond
3.000 hours. However, there was writlen doeumentation from the Chief of Environmental Services

on file to authorize the occurrences, which had rationale that ranged from replacement of staff

shortage and staff on annual leave to strip and wax of entire Respiratorv Department and Delivery
Rooms,

Currently, GMHMA Payroll generates bi-weekly and quarterly reports of emplovees who are paid
more than 25% of their scheduled hours. The bi-weekly reports are forwarded to the CFO for
review. The quarterly reports are forwarded to the Department Managers to provide a justification
for excessive compensation. [Further, Payroll prepares daily and weekly reports on employee work
hours for review and correction or justification by the employee’s department manager. For
example, the daily report will identitv emplovees that have worked more than 16 hours per day
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while the weekly report will identify employees that have worked more than 84 hours per week.
GMHA management should continue to monitor hours worked to ensure that the maximum hours
of work is not exceeded and work is performed in a safe manner. We recommend that GMHA
formally adopt a Safe Hours of Work policy to ensure the safety of patients and that work is
performed in safe manner with employees.

Compensation and Hours Worked Were Excessive For Some Part-

Time Employees

We interviewed staff from Communications, Patient Affairs, Facilities Maintenance, General
Accounting, Dietary, Housekeeping, Pharmacy, and etght Nursing units. The common concemn
was lack of staff coverage and resources to run their daily operations. To address the staff shortage,
departments would schedule planned overtime to cover employees no longer employees at GMHA,
employees on leave, and for department projects. In instances of unplanned leave or absences,
employees covering shifts may receive overtime without prior approval. However, proper
justification and approval from Department Managers are obtained. Of the 13 departments
reviewed, nine departments saw a decrease in employee count. While Pharmacy saw an increase
of three employees, Medical Telemetry (PCU) saw the highest decrease when one full-ime and
five part-time employees left. See Table 6 for details. Based on our review between CY 2010 to
CY 2011, straight-time hours decreased by 2% or 17.377 hours and overtime increased by 14% or
9,586 hours, which meant that staff were working regular shifts plus extra hours due to the staff
shortages.

Table 6: CY 2010 ~ 2012 Sample Departments Employee Count

" DEPARTMENT

! | MEDICAL TELEMETRY {PCL) 59 ]

2 | COMMUNICATIONS 13 0

3 | PATIENT AFFAIRS 27 3 3L

4 | FACILITIES MAINTENANCE® 41 0 0§

3 | GENERAL ACCOUNTING 1] 0 ol

6 | MEDICAL/SURGICAL i) 6 4k -3

7 | OPERATING ROOM (SURGERY) 35 6 5 ¢ -

5 | DIETARY (INCLUDE CAFETERIA) 50 12 0} -1

Y | SLURGICAL 54 1 53 3k -]
0 HOUSEKEEPING/LAUNDRY* 47 I 47 o ! -1
11 | EMERGENCY ROOM 44 5 48 12 81 .7
12 [ ey 22 g 20 o} 0 2
13 | PHARMACY 2 30 I

GrasdTotd o g o
* Includes department employees who work within the Skilled Nursing Upet,

Compensation More Than 25% over Base Pay

Most GMHA employees have the ability to receive additional types of pay, such as overtime, on-
call, weekend, certification, etc. During CY 2010 through 2012, our analysis revealed that of the
1,304 individuals who received less than $100K, 341 employees received more than 25% over
their base pay ranging from 25% to 316%, wherein 88 employees were annually compensated
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more than 25% over base pay in all three years and 77 employees in two yvears. Among the 88
employees compensated more than 25% over base pay in all three years, 21 employees received
more than 50% over their base pay and eight received more than 100% over their base pay in all
three years. Refer to Appendices 5 through 7 for complete listings of individuals who received
more than 50% and more than 100% over base pay.

Within the 1.304 individuals, we identified 1,114 full-time employees and 190 part-time
employees. We found no compensation threshold policy in place to flag management when
cumulative compensation of an employee exceeds an established threshold, such as 25%. We
found that with the absence of a compensation threshold policy, GMHA continued to compensate
employees more than 50% over their base pay. For that reason, further scrutiny should occur when
cumulative compensation exceeds a higher threshold. such as 50% and even more scrutiny at
100%. Furthermore, we found that there are opportunitics for part-time employees to earn excess
compensation, especially in overtime,

Part-Time Employvees Compensated More Than 25% over Base Pay

During our analysis of a GMHA part-time employee compensated more than 25% over their base
pay, we found that these GMHA part-time emplovees eamed an average of 120% over their base
pay. These part-time employees eamed between 26% and 316% over their base pay. We also
found that 46 part-time employees received more than 50% over their base pay, wherein 13 of
these employees were compensated over 50% in all three years and 11 employees in two vears.

We sampled 11 part-time employees who received more than 100% over their base pay. Five part-
timers received over 200% of their base pay in all three years due to the amount of hours actually
worked, coupled with their low base salaries. For example, a Medical/Surgical Staff Nurse I{ was
compensated in excess of 300% over base pay in two of the three calendar years. This employee
averaged 2,235 in actual hours worked, which is equivalent to a tull-time status. See Table 7 for
details. Refer to Appendix 8 for a full listing of sample part-time employees compensated 50%
over base pay.

Table 7: CY 2010 ~ 2012 Top 5 Part-Time Employees Percentage over Base Pay

. et e BASE  WAGES, ... ... %OVER ACTUAL
o i N N "IN} ' A ANCE
DEPARTMENT POy CALEEDAR giiary s ‘l;%kll:((; BASE HOURS
, HILE YEAL Al B} AB-ARRE A lD] WORKED
] 2010 26,773 R7.774 61,001 228% (811
PHARMACY P[ffgf{';?!’%r TR 36,773 3413 £3.640 245%, 896
! ‘ A 2012 76,773 84,183 57410 214% (736
TOTAL 264,371
CARE NURSE 010 20651 | 70030 49,470 240% 1815
, | EMERGENCY ROOM 0 ks 2011 BEEL 61445 13070 362% 711
2 3013 31374 68 860 17,495 222% 1762
TOTAL 203 444
""" CTAFF NURSE 2010 16399 | 66868 | S0520 | 309% T
o | MEDICAUSURGICAL | 1A UK 2001 {6,349 61091 35642 279% 2,159
. 7012 (6,349 67.935 51586 3i6% 3316
| TOTAL 196,793
CTAFE NURSE 3010 98,909 96,283 (2.626) ~3%, 1499 |
SURGICAL SIATE RURSE 2011 10,963 63912 45599 330%% 871
4 2012 [9.063 30,322 10,359 539 %94
TOTAL 190,518
.14 -



. BASE  WAGES, . . . . ACTUAL
DEPARTMENT e VEap T satary s S QRIRCES HOURS
e (Al 3] [B-A=C] WORKED
e e e —
| EMERGENCY Room | STATE RURSE 3011 16349 | 60000 314,560 3160
? 2012 16,349 37,571 41,222 2,118
TOTAL 182,507

We also analyzed part-time employees who were compensated more than $50K and found that
they included Anesthesiologists, Hospital Pharmacists and Staff Nurse II's from Emergency
Room, ICU/CCU, Labor & Delivery, Medical/Surgical, NICU, Operating Room, Skilled Nursing
Unit, and Surgical.

Full-Time Employees Compensated More Than 25% over Base Pay

During our analysis of full-time employees who were compensated more than 23% over their base
pay, we found that these full-time employees earned an average ot 40% over their base pay. These
full-time employees earned between 25% and 193% over their base pay. We also found that 54
full-time employees received more than 50% over their base pay, wherein eight employees were
compensated more than 50% over their base pay in all three years and three employees in two
years.

We tested 17 full-time emplovees, of which 10 were compensated more than 50% over their base
pay. The highest percentage over base pay was 136%, which was earned by the same Housekeeper
11 mentioned in the prior section. This individual was compensated over 100% in at least two of
the vears under review and worked an average of 3,517 hours annually. See Table 8 for details.
Refer to Appendix 10 tfor a full listing of sample full-time employees compensated 50% over their
base pay.

Table 8: CY 2010 ~ 2012 Top 5 Full-Time Employees Percentage over Base Pay

)
2010 61,946 93,705 11759 5195 2310
AR NURS

| (CLICCU STAFF [2‘" RSE 2011 64,114 97,790 13,676 §30, 2306
2012 6114 51058 26.943 12% 2245
TOTAL _ 282,553 _

2010 68,68 1 %7376 18,695 27% | 644

S STAFF NURSE :
5 IcL/cey > i 2011 71.084 91,693 20,909 29% 2017
3012 71.084 98012 17,828 3%%% 2144
TOTAL 2378281
2010 0831 99,752 39871 7% 2570
EMERGENCY | STAFE NURSE - - e — v -
1‘ N . 2011 30 8% 86,293 26412 14% 2736
: 2012 59,881 80,398 20517 31% 2,147
TOTAL 266,442
- 2010 19943 67.307 17,364 69% EREY
EMERGENCY | STAFF NURSE 8 : o -
: 2 . 3 23413 o 7363
| ROOM T Gl 46,457 69871 3413 0% A63
2012 16459 82 502 16,042 78% 2819
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TN AL N BASE  WAGES. .o cop %OVER  ACTUAL
peparTvEnt PRI CALERAR satary  mes T VRRIEEE HOURS
Tk (Al B AFICL ciapp) WORKED

TOTAL 219,680
__________ e e ==
. SN B 2011 7200 | 6897 11770 21% 1288 |
: 2012 57200 | 75435 18.276 2% 2622
TOTAL 217.153

Manual Inputting Resulted in Nominal Errors

Of the compensation controls tested for 28 individuals with 737 transactions totaling $109K, and
unlike our previous audit of GMHA individuals compensated over $100K, we found that all 28
individuals timed-in and timed-out of the GMHA AS400 so missing manual timesheets were not
an issue. However, there continues to be a heightened risk of errors in GMHA s AS400 as the
automation of multiple pay types is still not in place, which led to the identification ot three tested
transactions with deficiencies totaling $(86) or -0.08% of the $109K. In the previous audit, we
questioned $6,721 due to errors identified from the manual inputting of hours for certain pay types,
such as certification and weekend pay.

GMHA policy requires employees to “clock in and out of the system according to the approved
work schedule,” While we found the nursing, operations, and fiscal services staff consistently
practice clocking in and out through the payroll system, certification pay and weekend pay
continue to be manually inputted. As noted in our previous audit, we recognize that manually
inputting some timekeeping information may be necessary, however, this should be done sparingly
as the manuai process is susceptible to the risk of entering and reporting incorrect information.
We found errors during our testing related to the manual inputting of timekeeping information as
described below.

Certification Pay

Certification pay is afforded 1o nurses and other healthcare protessionals who have a national or
Guam Board certification, and are practicing in their area of certification. 1t is calculated at 15%
of base rate. We found that the GMHA payroll system does not automatically caiculate the
premium for the hours worked by a certified individual. Instead, the timekeeper must manually
input the certification hours. We identified a minor error in the hours manually mputted for an
Emergency Room Staff Nurse 11 who was paid 122 hours of certification pay during PPE
December 15, 2012, but 123 hours were justified, or a shortage of one hour.

Weekend Pay

All work performed between the hours of 12:00 midnight on any Friday and 12:00 midnight of the
following Sunday night shall be compensated at the rate of one and one-half (1 }%) times the regular
straight time rate of the nurse or any employee who is responsible for direct delivery of patient
services. With the manual inputting of weekend hours, we found two instances where weekend
hours granted did not match regular and overtime hours worked. For PPE July 30, 2011, an
Emergency Room Staff Nurse 1l worked 25 hours, but claimed 32 hours of weekend pay or seven

2 GMHA Administration Poticy 6440-10 Policy IV (AX 1)
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hours over. According to GMHA Nursing, the employee has been notified of the error and a
correction in compensation will be forthcoming. In addition, during the same PPE. a Hospital
Pharmacist worked 36 hours, but claimed 28 hours of weekend pay or eight hours short.

While the inputting error identified in our testing resuited in an immaterial questioned cost of
$(86). the long-term impact of having multiple input errors can be potentially significant. Since
our prior audit, payroll queries and other pavroll reports are generated on a bi-weekly basis upon
completion of the payroll checks processing as a means of performing quality control. The Payroll
Supervisor reviews the payroll reports to identify possible payroll errors. However, miscellaneous
pay. such as certification and weekend pay are still manually inputted. We recommend automation
of certification and weekend pay within the GMHA payroll system to automatically calculate
certification pay for certified individuals and weekend pay {or employees working between the
hours of 12:00 midnight on any Friday and 12:00 midnight of the following Sunday night.

As previously recommended in OPA Report No. 12-04 refative to GMHA Compensation Controls

over $100K, GMHA management implement a built-in mechanism within its payroll system to
automatically calculate the different pay types such as certification and weekend pay.
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Conclusion and Recommendations

Over the last three years, GMHA experienced fluctuating staffing levels and a number of vacancies in
several departments, which have fostered the need for additional hours worked and overtime for its
employees. Accordingly. compensation represents the largest expenditure at nearly 70% of GMHA’s
total budget for FY 2010 through 2012, We identified $40K in questioned costs due to prohibited
additional compensation to GMHA employees and deficient system controls. At a time when the
Government of Guam is actively implementing cost-cutting measures, GMHA’s practice of additional
compensation to exempt employees is questionable.

In our previous audit on GMHA"s compensation controls for employees compensated over $100K,
questioned costs were due to the following: 1) $71K from timesheets not reviewed and approved; 2)
$98K for hours not authorized or justified; 3) $30K for dual employment not authorized; and 4) $7K
for manual inputting errors. In contrast, we did not identify these conditions for those compensated
below $100K, except for:

# $9K in overtime compensated to exempt employees:
» $31K in additional straight-time compensated to an exempt Supervisor; and
» 5(86) in errors due to the manual inputting of certification and weekend pay.

Accordingly, GMHA has policies and procedures in place for employees compensated below $100K
in contrast to employees compensated above $100K, especially for Physicians. Based on our review.
the risk of excessive compensation, crrors, misreporting, and abuse are higher for those over $00K.

Since the arrival of the new Hospital Administrator and CFO, GMHA has implemented daily and
weekly reports on employee work hours prepared by Payroll for review and correction or justification
by the employee’s department manager. The daily report identifies employees that have worked more
than 16 hours per day while the weekly report identifies employees that have worked more than 84
hours per week. There has also been improved review and oversight from the current CFO.  In addition,
current management has drafted a policy to address additional compensation for exempt emplovees.

Although GMHA generally has effective controls in place for employees compensated below $100K,
our audit found certain exempt employees were allowed overtime and additional straight-time
compensation; GMHA does not have any built-in mechanisms within its payroll system to indicate
when an employee is exceeding their scheduled hours within a pay period; and the lack of system
automation contributed to multiple pay type errors. To improve these deficiencies, we recommend
that the GMHA Director:

I. Amend classification of exempt positions to reflect the CFR requirements of said duties;
2. Restrict positions considered “exempt”™ from overtime compensation: and
3. Formally adopt a Safe Hours of Work Policy to ensure the safety of patients and employees.

As previously recommended in OPA Report No. 12-04, GMHA Compensation Centrols, we
recommend the GMHA Director automate of certification and weekend pay within its payroll system
to automnatically caleulate certification pay for certified individuals and weekend pay for employees
working between the hours of 12:00 midnight on any Friday and 12:00 midnight of the following
Sunday night.
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Management Response and OPA Reply

A draft was transmitted to GMHA on November 8, 2013 for their offictal response. We met with
GMHA officials in November £, 2013 to discuss findings and recommendations. The Hospital
Administration generally concurred with the findings and recommendations and provided their
official response on November 25, 2013.

The GMHA Chief Financial Officer agreed with one recommendation and clarified the remaining
three audit findings as follows:

1. GMHA does not pay overtime to exempt employees. However, based on our analysis of
GMHA’s Labor Distribution report, we found GMHA compensated a total of $9K in
overtime to two Materials Management exempt employees: an Inventory Management
Officer and Hospital Property and Management Officer.

GMHA does not have an approved “Safe Hours of Work policy™. However, a Safe Hours

of Work policy was drafted and posted on GMITA’s website, which was later removed.

We recommend implementation of a Safe Hours of Work policy to ensure the safety of

patients and emplovees.

3. Dueto NTT Data’s software limitations, GMHA cannot make the changes for automating
certification and weekend pay.

P

See Appendix 10 for GMIA’s management response.

The legislation creating the Office of Public Accountability requires agencies to prepare a
corrective action plan io implement audit recommendations, to document the progress of
implementing the recommendations, and to endeavor to complete implementation of the
recommendations no later than the beginning of the next fiscal year. We will be contacting GMHA
to provide the target date and title of the official(s) responsible for implementing the
recommendations.

We appreciate the cooperation given to us by the stail and management of GMIA.

OIFTICE O PUBLIC ACCOUNTABILITY

Doris Flores Brooks, CPA, CGFM
Public Auditor
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I | Overtime and Straight-time Pay Afforded to Exempt Employees
Overtime compensated 0 two exempt employees
Inventory Management Officer compensated 124 overtime hours $ 3279
Hospital Property Management Officer compensated 262 overtime hours A 5,548
$  8.827
Additional straight-time compensated to Facilities Maintenance Engineer
| Supervisor $ 30,907 |
2 | Errors in Weekend and Certification Pay
Weekend Hours did not Match
Emergency Room Staff Nurse 1] claimed an overage ot seven hours $ 78
Hospital Pharmacist claimed a shortage of eight hours $  (lel)
Certification Pay Shortage $ (3)
_ $ (86)
Totals | § 39,648

* OFf the $30,%07 compensated for additional straight-time, $1,174 was identified in PPEs 07/30/11 and 12/15/12.
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. Appendix 2: Page 1 of 2
Objectives, Scope, Methodology, and Prior Audit Coverage

- e
The objectives of this audit were to determine:

% (1) Whether controls were in place to ensure that GMHA staff were receiving authorized and

- accurate compensation; and

(2) Whether overtime was paid to eligible GMHA personnel in accordance with regulations and

= policies and procedures.

% For the purposes of this engagement, we reviewed compensation for services rendered of personnel
who received less than $100K.

% The period of review was from January 1. 2010 through December 31, 2012, The audit scope

encompassed a review of compensation received by alt GMHA personnel based on W-2 information,
salary information provided in staffing patterns, and Salaries Reports provided by GMHA. In addition,
we reviewed laws, rules and regulations, policies. prior audit findings, and other information pertinent
to GMHMA personnel compensation during January [, 2010 through December 31, 2012, We
interviewed the Chief Financial Officer, Personnel Services Administrator, Payrell Superviser, various

oy

%ﬁ unit timekeepers, DOA Chief Payroll Supervisor, and DOL Wage & Hour Division Administrator,
= The audit was condueted mainly at the Guam Memorial Hospital in Tamuning.
% To accomplish our objective, we performed the following:
| {1y Conducted walk-through of specific units and interviews with key personnel.
(2) Analyzed payroll data and accomplished the following:
= a. ldentifred individuals and positions that reeeived the highest compensation;
. h. Determined whether personnel received pay in accordance with established rules and

regulations and contracts;
¢. Determined individuals and positions that received significantly higher compensation
in comparison to their base pay; and
d. Determined the composition of pay that contributed to actual pay bein

g significantly

£

B N higher than base pay.
% (3) Reviewed the following:

a. Timekeeping records maintained by GMHA, including schedules, manual and
- clectronic timesheets, and overtime justification forms;
% b. GMHA Employee Paycheck History;

c. GMHA Personnel Rules & Regulations; and
B | d. GMHA Salaries Reports' for actugl hours worked.
;%: (4) Randomly selected two pay periods during calendar vears 2011 and 2012: July 30, 2011 and

December 13, 2012, The tests were conducted ta determine whether internal controls were

B sufficient to ensure proper process.ing of GMH{-\ compensation f'or}n@igiduals rczceix‘fing less
§ than $100K in pay. During the period under review, we selected 28 individuals, of which three
h were the highest compensated individuals during the three vears, 10 worked the most hours
- annually, and 12 were compensated in excess of 100% over base pay, and judgmentally
§ selected three employees mentioned in the “Whistleblower Complaint™ with the highest total
- hours worked.
= {3 We. stratified the hour.:s workeq and percentages over base pay to determine thresholds., We
% reviewed payroll and timekeeping documents as part of our testing. as wells as the following:
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a. Traced time shown on electronic timesheets to the approved work schedule;

b. Verified the proper coding of the hours worked and reported (i.e., regular hours,
avertime, back-in, etc.);

c. Traced all leave and overtime shown on the payroll system to leave and overtime
Justification forms;

d. Reviewed the “Y™ listing for approval of timekeeping transactions;

e. Reviewed Human Resources records to determine the approved compensation rate for
each employee and compared to the payroll system rate utilized for each pay period
(for regular hours only); and

f. Verified the accuracy of the calculation of each tvpe of pay as inpuited into the AS400
system.

We conducted this performance audit in accordance with the standards for performance audits
contained in Government Auditing Standards, 1ssued by the Comptroller General of the United States
of America. These standards require that we plan our audit objectives and perform the audit to obtain
sufficient, appropriate evidence to provide a reasonable basis for our findings and conclusions based
on our audit objectives. We believe that the evidence obtained provides a reasonable basis for our
findings and conclusions based on our objectives.

Prior Audit Coverage

We did not identify any findings within GMHAs financial audit during fiscal years 2010 through 2012
relative to the compensation, payroll and timekeeping of GMHA personnel. However. we did identify
two prior audits: OPA Report No. [2-04, GMHA Compensation Controls and GMHA Operational
Assessment performed by Eide Bailly, LLP.

OPA Report No. 12-04

The audit team found weak basic controls to ensure authorized and accurate compensation to personnel
who were paid more than $ 100K annually. There was weak management oversight as thresholds were
not established. the Safe Hours of Work policy was not enforced, and timekceping and payroll controls
were not implemented. This was particularly prevalent for Physicians” compensation where there was
a lack of review or reluctance to question the hours worked by physicians, including Radiology
Physicians. Further, there is no system in place to correlate the hours compensated to physicians
compared to billable hours charged to patients. These and other management oversight weaknesses
contributed to employees receiving more than 25% over their base pay during fiscal vears 2009 through
2011 without review and authorization, which can be potentialty excessive and unauthorized. Total
questioned costs amounted to $206K for the 15 individuals tested in the three pay periods. The $206K
represents 53% of the $387K in total compensation paid for the three pay periods.

GMHA Operational Assessment (Eide Baillv, 1LLP)

Eide Bailly conducted an operational analysis of the hospital in order to assess the opportunity to
improve Jong-term financial performance,
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Appendix 3:
Actual Hours Worked per GMHA Division

.. . el 22 I 23
Administration PT -
Fiscal Services il 3 60 19 14 ! - 97

o PT - 6 “ - - - 43
Medicai FF - 15 - - - - 15
Services Pl - 35 - - - - 33
Nursing FT 6 288 69 95 3 - 461

’ PT 2 20 1 2 - - 85

] . Fr 2 118 22 33 7 5 187
Operations o7 i - - - - - 1
Professional | FT 4 _ 128 27 35 4 - 198
Support PT 1 24 t 3 - - 29
FT 15 631 138 177 15 5 981

SUBTOTAL PT 4 145 2 5 - - 156

. . FT - 23 - - - - 23
Administration PT ;
Fiscal Services Ll z 76 4 8 = . 90

PT - 5 - - - - 3

Medical FF I 16 1 1 - - 19

Services PT - 20 - - - - 30

Nursing FT 6 313 66 84 ] . 470

i T 2 64 2 2 - - 0

L Fr - 107 21 20 6 2 156

Operations BT "

Professional FT 3 156 30 27 1 - 217

Suppost PT - 22 ! ] - - 2

- FT i2 691 122 140 8 2 975
SUBTOTAL 2 171 3 3 - : 125

PT

2012

- 18 - - - - i3

Administration BT - T "
o F¥ - 34 16 11 2 - 83
Fiscal Services Pr N 3 I I . - 5
Medical FT - 13 I 1 - - 13
Services PT 4] 28 - - - - 28
. FT 5 RIE:S 65 68 2 - 457
Nursing, p
M PT - 53 I 2 - 58
Onerations ET 3 1B 3 23 b 4 176
perations bT -
Professional FT & 126 30 33 - - 194
Suppert PT - 32 - ! - - 33
. FT 12 644 135 136 i2 4 943
SUBTOTAL Fpy : i 3 i : : 124
. FT 39 1,966 305 453 35 11 2,899
TOTAL TR T o8 — NP S WO 409
CCGRAND TOTFAL R AR T D O e B e e L AR
-3,
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DEPARTHMENT OF AUMBISTRATION
ARPATTAMENTON ATMENESTRASION:
DIRECTOR'S OFFICE
iLAfiminar: Dokt Lourdes M. Perez
ot Office Boz B84 * Hapaing, Guam 08937 Do e
TEL (BT ATE-$ 10151280 * FAX: (521} 4775788 Josaphs C. Sanihosan

AU3 042005 Ostuty G

DEPARTMENT OF ADMINISTRATION DRGANIZATION CIRCULAR NO, g5-022

To: All Line Agency and Deparyment Heads
From: Dirsctor, Dopartment of Administration
Subject: Application of the New Rules of the U. 5. Department of Labor

Re: Fair Labor Standards Act iFLSAS

Buenas yan Mafa Adal! Effpctive August 23, 2004, the U, 5 Department of Labor
implemented new provisions for the application of bons fide exempt positicns m the
sxecutive, administrative, professionat and other categories. The exemption of those
positions restricts ovaertime and compensatery time off for employees cooupying those
pasitions. The Governor's Executive Order 2005-28 which takes effect on August 23,
2004, lists ali bona fide exempt positions in the ling sgencies of the Executive Branch of the
goverrvment of Guam, and 5 included as an attachment to this Circular.

The purpese of this Circular is to explain the general machanics by which the rew rules
under the Fair Lsbor Standords Act, as amended, will be applied 10 employees in the
affected categories within the governmant. The following definitions for a8 exempt
categories of pogitions ars provided below for your guidancs:

1. Exscutive Exemption. To quality for this exemption, all of the foliowing tests
mwust be mel:

. The empioyee must be componsated on a salary basig at a rate hot less than
$45%5 por woek;

. The employes’s primary duty must be managing the enterprise, of managing
a custormarily recognized department or subdivision of tha enterprise;

. The emploves must custormnarily and reguiarly direct the work of at least two
o morg other full-ume emplovoes of thelr pguivalent; amd

. The emplovee must have the authonty (6 Mire or firg other employess. or the
wrpioyes’s suggestions and recommendations as to the hiring, firing,
advancement, presmaoticn of any other change of status of other emplovees
must be given paricular weight,

Z24 -
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NEW RULES OF U.S. DEPT. OF LABOR
PAGE TWO

Z. Administrative Exemption. To quaiify for the administrative empioyes exemption,
aff of the following tests must be mat:

3ig at 4 rite not less

. The employes must be compensated on a gaig
than §455 per week;

* The employes's primary duty must be the periormance of otfice or non-manual
work directly retoted 1o the managerment or general business operations of the
smpioyer o7 the employer’s customars; and

. Tha omployes's primary duty includeés the exercise of distretion and
indepandent judgment with respect to matters of significance.

3. Profassional Examption. There are four categories of protessionals for exemption
purposas.

Laamed Professional Exemption: To qualify for the tearned professiongt
@mpmyea axempuon a% of tfm ¥0£§owsng te51s mhust be met;

a The empioyes must De compensated on a saiary or fae bagis at a rate
ot legs than $455 per woek;

. The empioyee's primary duty roust be the performance of work
requiring advanced knowledge, defined as work which is predomnantly
intaliectunt in character and wiuch includes work reguiring  the
consistent exorcise of discration and judgmaent;

. The advanced knowiedge must be in a field of science or tearning; end

. The advanced krnowiedgs must be customarily acquared by a proionged
course of speciiized intollectus! instruction.

reative Professional Exemption: To quatity for (he creative professione
Lxﬁml}tiaﬂ all of the fo %owmg tests muist be met:

. The employes must be compensated on a galary or fee basis af & rate
nat lzgs than §455 par week;

s The employee's primary diuty must be the performance of work
TEQUIFTI INveNtion, Imagmation, originality of alentin a rocogruzed Hold
of aruistic of creative andeavor.
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NEW RULES OF L.5. DEPT. OF LABOR
PAGE THREE

C. Teachers, Teachers are exerript if their primary duty is teaching, tutoring,
instrueting or lectuing in the activity of imparting knowledge, and if they are
smpioyed and engaged in this activity as a leacher in an educationa
establishment, Exempt teachers include, but are not [inited to, teguiar
academic tegchers; kindergarten or nursary school teschers, teachers of gitted
or disabled childron; tesachers of skifed and semi-skilled trades and
oooupations; teathers engaged in automobite driving ingtruction; aitcratt flight
instructiors; home aconomics 1sachers; and vocs! or instrument must teachers.
The salary and ssalary basis requirements do not epply to bona fide teachers,

0. Practice of Law or Medicine. An employee holding a valid license or
sertificate permitting the prectice of faw or medicine is exempt i the employee
iz actually engaged in such a practice. An employee who holds the requisite
academic degree for the general practice of medicine is also exempt H he or
she is engaged in an internship or resident program for the professian. The
salary and salary basis requirermsnts do not apply to bona fide practitioners of
law or madicine.

4. Highly Compensated Employees. Highly compensated employees performing
office or non-manuat wotk and paid totat annual compensation of §100,000 or more
{which must inciude at least $455 per week paid on a salary or fee basia} are exempt
from the Fair Labor Standards Act {FLSA} if the employee’s primaty duty includes
performing office or non-manual work; and # they customarily and regularly perform
at least one of the duties of an exempt executive, adrinistrative or professional
employes identified in the standard tests described above.

5. Computer Employees Exemption. To qualify for the computer employee exemptian,
the following tests must be met,

. Tha employee must be comipensated either on a salary or fee basis ata
rate not less than $455 per week or, if compensated on an hourly basis,
at a rate not less than 327 63 an hour;

. The employee must be employed as a computer systems analyst, computer
programmer, software engineer or other similarly skilled worker in the
cormputer field performing the duties described below;

. The empioyee's primary duty must cansist of:
A The appiication of systems analysis lechnigques and procedures,

including consuyiting with users, to determine hardware, software of system
functonal specifications;
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i

NEW RULES OF THE U.5. DEPT, OF LABOR
BAGE FOUR

EE

B The design, development, documentation, anaiysis, creation, tasting or
modiication of computor sysiams or programs, inciuding prototypes, based
an and related to user or system design apecifications;

R

C. The design, documentation, testng, creation of modification of computer
progtams related o raching operating systems; or

R

0. A combination of the aforsmentionad duties, the performanca of which
requires the same lavel of siiils,

For information purposes. the exemptions provided by the FLSA and defined in the foregoing
paragraphs, do not apply to police officers, deloctives, deputy sheriffs, state troopers, highway
patrol officars, investigators, inspectors, correstional officars, parcle or probation officars, park
rangers, fire ighters, pararmedics, emergency medical techmicians, ambuiance personnel, rascus
workers, hazaidous matefials workers and similar employees, rogardiess of rank or pay level,
whio perform work such as preventing, controlling or extinguishing fires of any type; rescuing fire,
crime of accideni victims. preventing or delecting crimes; conducting investigations or
inapettions for violations of law, performing surveiliance;, pursuing, restiairang and apprehending
suspects; detaining or supervising suspected and convicled criminals, including those on
probation or parale; interviewing withesses, intarrogating and fingorptinting suspects; preparing
shvestigative repoits; or other gimdar work.

[

e

g

Additionally, the FLSA provides minimum standards that may be excesded, but cannot be
waived or ceduced. Employears must comply, for example, with any Federal, State or musicipal
iaws, regulations or ordinances estabiishing a higher minimum wage of lowsr maximum
workweek than (hose established undes the FLSA. Similarly, emplayers may, on their gwn
initiative of under a collective bargaining agreemant, provida a higher wage, shorter workweek,
or higher overtime premium than provided under the FLSA. Whike colleclive bargaining
agreements cannot waive or reduce FLSA protections, nothing in the FLSA or the Code of
Federal Regulations (CF R}, Part 541, retieves empioyers from their contracted obligations under
such bargaining agreenment.

i{%{\, %

B

*Salary Basis® means that an employee s paid under his employment agreement ifor
governmenl of Guam employees, the employmen! agreement is their Pesonnel Action) i he/she
reqularty receives each pay penod, on a weekly, biweekly, semi-monthly, monthly or annually.
a pre-getormined amount constituting all or pant of his compensation, which amount is not
subiect W reduction because of variptions in the number of hours worked o in the quantity or
quaity of the work parformed during the pay poeriod.

R

Factors for determirng “Pamary Outy” of an employee includs:

1 The relative importance of the exempt duties as compared with cther fypes of
Juties.

2 The armount of tme spant pefflorming exermnpt work,

3 The employee’s retative freedom from direct suparvision,

4 The refatonship Detween employes's salary and the wages pad to other
amgpicyees for the same kind of non.exempt work

w

&
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NEW RULES OF THE U.5 DEPT. OF LABOR
FAGE FIVE

in tirne of gmergencies, exempt amployess will not fose the exempticn by performing work of
a normally non-exenpt nature because of the existence of an emergency. Thus, whan
emergencies arisa that threaten the safety of empioyses, a cessation of operations or sarious
damage to the employers properdy, any work performed in an effort o0 prrevent such resuills
sonsidored exempt work, Mence, exempt empioyees catled in for emergency work wil nat be
entitind o owertime or compensatory time cff.

For purposes of Publlc Accountability, 29 CFR Section 541710 provides that exempt
amployess of a public agency shall not be disquaiified from exemption on the basis that such
smployes is paig sccoeding 1o a pay systern established by atatute, ordingnce or regulation, or
by a policy or practice establishad pursuant to principles of public accountabilify, under which
the employee poofues persosal leave and sick leave and which requirss the public agency
empioyen’s pay (o be redyced or such employes to be placed on igave without pay for absences
for personal feasons or because of dingas or injury of tess than one work day when acgruod
isave is not used by the employes beacause:

1. Parmigsion for it use Ras nol bean sought, or has beon scught and denied;
2. Accrued leave has been exhausted,
3. Tha amployee choases 1o use ieave withou! Day.

Pay docking for budge!t required furlough does not disqualify the empioyee fram being paid on
a saiary basis, except in the waork-waek in which furlough ocours and for which the emplayes’s
pay is aceordingly reduced.

Additionaliy yrnder public accountabiiity, employers, without affecting emplovees’ sxempt status,
may taxe deductions Bom acerued leave aotounts; may feqguire exampt employess fo recond
and track hours; ray require exempt empioyeas to work specified schaedule: and may implement
anross-the-board changes in schadule under cartain circumstances

The above guidance is faken out of the U. §. Department of Labor Final Rule on 28 CFR 541
The impact of FLEA on managernent responsibility is minimal.  The basic responsibility of
managers and supenvisors to effectively manage and control the work of the agency/department,
and it make officient use of money and mManpower BEOUCES towards this end, is in no way
altered by FLEA, Managers will continue to ensure that work is performad by employess when
they need and want # parformed, and squally they must alsge ensure that work is not performed
when it s not needed and when they do not want 8 performed. FLSA gives spacial amphas:s
10 thig continuing responaibiity. 0 addition, management cannot accept the benefits of a non-
exgmpt amnloyse's work without compensating the employee for that work., No work wit be
ordered 0 a non-axempt empioyes outside the normal work houes without a Clear ndication of
approval by the manager or supervisor for overime or compensatory fime off if the employee
has parformed work over 40 hours @ week

As expiained atove, virtuially all benehits previously aliowed lor exempt empioyees, .g., absence
of lesg than B houwrs may not be docked from an employee’s pay, nd requirerment ta clock in or
out during the work day, are no longer asthorized under the new revised rules. The 20% of non-
exempt duties performed by exempt employess, which makes those emplovees eligible for
ovetime or campansatary time. if they work over 40 hours during the workweek, no longer
applies  Therefore, the form which records the 20% non-exempt hours worked by exempt
gmpioyees. to determine sligibiity for overtime/compensatory time off, wi'i no longer be required

Page 5 of 8
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NEW RULES OF THE U.5. DEPT. OF LABOR
PAGE SiX

to be submitted 1o the Human Resources Civision for approval. Exempt empioyees are not
enlied 10 overinne pay of compengatory ime off,

Exceptions o the exempbons will be appropriately communicated to e respective
departimenigfagencies.  This Circular % not ntended to be af inclusive, therefore, he
Department of Adrminiatration and the Cadl Service Commission will contfuct special onertations
for all managers, supervisors and affocted employees. This onentation will be coondinated with
the Departmant of Administration Trainmg and Development Division and the schxduie wili be
annouriced by that office.  Department’Agency heads are requested to allow for maximum
paddicipaton of affected amployees at this onentation.

i

s

P

PLEASE ENSURE THAT COPIES OF THIS CIRCULAR ARE DISSEMINATED TO THE
AFFECTED EMPLOYEES IN YOUR ORGANIZATION.

Lastly we haope the information provided abiove will give you a geners understanding of how
exemphions were determined for those etnpioyees octupying posiions 01 executive,
admimistrative, profesaional and other categories. If you have any questions concerning this
matter, you may contadt the Division of Personnel Manageﬁm at 475-1137 or 4751265

LGURDES M. F’E;y

oo Exscutive Director, Civil Servite Commission
BOA Chrono
EMR Chrono
EMR FLSA File
(‘zasmﬁcatsoﬂ Branch
Hbdy o ok ;

B

B
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Appendix 4:

ISLAND OF GUAM
OFPICE OF YHE GOVERNOR
HAGATHA, Guam #5032
0 %A

FEXECTHVE ORDER N 2005, 28

HELATIVE TO WE-DEFINING THE POSTTIONS EXEMPTED BY THE
FAIR LAROGR STANDARDS ACT FROM MINIMUM WAGE AND
OVERTIME  PHOVIGONS  AND  RE-DESIGNATING  DONAFILE
EXRCUTIVE, ADMINISTHATIVE AND PROFESSIONAL CATEG(RIEY
PREVIOUSLY DUERIGHATED BY EXECUTHYE OHDER 75011 A
PULICY IR HEREDY ESTABLIANED TO DECLARE EMPLOYEERS
CLOUPYING  EXEMIFT PONITIONS  INELIGHNLE 10 PR
COMPENSATED FOR OVERTIME BOURS OB COMPENSATORY
TIME WORKEL, AND DEEECTING BIMESIATE IMPLEMENTATTON,
WHEKEAS, ihe poversment of Cism hay praviously desiguate! boaaibhe sxeotive,

ahpatate and profeswnat positions ke be exeroptedt frivn the misbaam wage ad ovesthine
prisvysitns of the oy Laber Sondands Act;

WHEREAR, the new 118, Depedtment of Labor Reles, which tecane effective Angint
T3 3N v sevisedl saud feodofirend e Jislles and salry boas For the execuiive, adminisiative
aswd gaotracianal positions,

WHERKAS, she oow Foderal Rules added new eaengaion categedes v inonde other
Podessioimal categerias e, the Lesped Yeofestionals, Crestive Professionaiy, Comipater
Prodomsnile. Aciinaie Profossinuad s apd Novses, did

WHER AN, ol sganiios ned depatimanis of the governmieh of e arg govorned by
dis revms Chosadide pavostoen, sdmbEundive, of pofessional sxamphion; s defiied w39 Cude
il b sgadaiting, Pt 34 and Deparvment of Labor Paey Shevls 174, B O L G Y
L L Mand iy

WOW, THEKEFORE, 1, FELIX P CAMACHO, by virse of the sy vested in
s by e Unparsie Act of Uiy, de erehy ovder the followag:

¥ PHeLtee Apgaad ), HEH, paployses b o aubisoamons demaiineni g
sumorns, whe rooopy poaties i betd B Atechioent 1 heson, 05 st by 35301 of Title 4,
s el Ausorated, st which pe defined e bong fide sdiminisrative, excoitivi aladior
Fposstions of the govermsrat of T, atcondingdy, shall et rocaive overume pay

simgais sy e for working mee s then ety (300 Years ey week,
ks Hemds of moobnosious ageediey avg Sepoered 0 dem®y ol delne bona i

o, e xgntive antor prodegaiaied prtiosis e Gl Spenties and sabemt o te Usal
aesienn i e imehedeal e the Wt ol nergst positions

meaf Adhmineneiom <hall prowide
sépperies pid Ao ieg e hagdotierontied sed opudie
5 the fedarst mndatines

paiedance O
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Appendix 5:

DEPARTMENT

*

CY 2012 Compensation than 50%

"FULL-TIME EMPLOYEES

FOSITIONT E'fL E

BASE
SALARY

WAGES, |
TIPS
IBj

© VARIANCE

A=

% OVER
BASE
[C+Al=[D]

i HOUSEKEEPING HOSP ENVIRON SVCS TECH 1# 22486 48163 25,676 114%
2 | HOUSEKEEPING HOSP ENVIRON SVCS TECH | 19,800 39360 19,560 99%,
3 | HOUSEKEEPING ) LAUNDRY MANAGER 32517 58766 26,248 81%
4 EMERGENCY ROOM STAFF NURSE 11 46 459 82,502 16,043 789
5 | SNU-HOUSEKEEPING HOSP ENVIRON SVCS SUPERVISOR 36.816 64,465 27.649 759
6 | RESPIRATORY CARE RESPIRATORY THERAPIST It 55,661 97250 41.509 75%
7 | RESPIRATORY CARE RESPIRATOR Y THERAPIST II 53,768 §9,391 35,623 66%
8 HOUSEKEEPING HOSP ENVIRON SVCS TECH | 21.384 35368 13,984 £5%
[ EMERGENCY ROOM HOSPITAL LPN T 20,962 48 369 18,407 61%
10 | BOUSEKEEPING HOSP ENVIRON SVCS TECH | 21.384 33.874 12,450 589
il HOUSEKEEPING HOSP ENVIRON SVCS TECH | 19 806 31258 1t 458 SR
/'12 PHARMACY PHARMACY TECHNICIAN 34,382 54.087 19.705 37%
13 | OPERATING ROOM (SURGERY) HOSPITAL LEN It o 43,726 67,932 24206 5%
{4 | RESPIRATORY CARE RESPIRATORY THERAPIST 11 55,661 86273 30,612 550
15 | HEMODIALYSIS STAFF NURSE L 15,505 54870 19.365 550
16 | HOUSEKEEPING HOSP ENVIRON SVUS TECH | i 20,592 11 685 11.093 54%
17 | RESPIRATORY CARE RESPIRATORY THERAPIST I 59612
18 | PATIENT AFFAIRS ACCOUNTING TECHNICIAN I 33206
|0 | RESPIRATORY CARE RESPIRATORY THERAPIST 11 53 764

DEPARTMENT

PART-TIME EMPLOYE

POSITION TITLE

I MEDICAL/SURGICAL STAFF NURSE 1 16,349 67.935 s1.586 316%
i 2 DIETARY (INCLUDE CAFETERIA} FOOD SERVICE WORKER 3.743 14347 10,564 279%,
3 EMERGENCY ROOM STAFF NURSE I 16,349 §7,571 4) 222 I32%
4 DIETARY (INCLUDE CAFETERIA} FOOD SERVICE WORKER 3.783 13,018 9335 2449,
5 OPERATING ROOM (SURGERY) STAFE NURSE T 16,349 53,660 17311 228%
3 EMERGENCY ROOM STAFF NURSE 11 21374 63,869 47 495 222%,
7 PHARMACY HOSPITAL PHARMACIST 26,773 £4.183 57,410 214%
£ DIETARY {INCILUDE CAFETLERIA)Y COOK 1 5281 16,332 11,052 %%
o] DIETARY {INCLUDE CAFETERIA) FéOD SERVICE WORKER 5,045 14.457 9412 187%
Wlo DIETARY (INCLADE CAFETERIA) FOOD SERVICE WORKER 5043 13,752 8.7G7 173%
11 | OPERATING ROOM {SURGERY) STAFF NURSE LT 16,340 42270 25.921 159%
12 | LABOR & DELIVERY STAFF NURSE I 21374 34.867 33.493 157%
13 | PROGRSSIVE CARE UNIT(PCL) STAFF NURSE T 16,343 37.060 20717 127%
14 ¢ DIETARY {INCLUDE CAFETERIA) CASHIER § 5281 11,630 6.350 120%

* As of CY 2011, GMHA renamed position titles with “Housekeeper” to “Hospital Environmental Services Tech™
and the “Housekeeping Supervisor”™ to “Hospital Environmental Services Supervisor”.
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Appendix 5:
CY 2012 Compensation More than 50% Base Pay

Page 2 of 2

DEPARTMENT

POSITIONTITLE

ME EMPLOYEES

-

SALARY
1A]

VARIANCE

[B-Al=1C]

% OVER
E

15 | PROGRSSIVE CARE UNIT(PCL)} STAFE NURSE [ 11,836 25297 13,461 1 14%%
16 | PATIENT REGISTRATION COLLECTION AGENT 9,362 19.202 9.93¢ 106%
17 | EMERGENCY RGOM STAFF NURSE [I 13,767 27.503 13,736 [00%
18 | LABORATORY MED LAB TECHNICIAN 111 7648 14761 7.3 93%
19 | EMERGENCY ROOM STAFF NURSE I] 17,200 33.101 15,892 92%
20 | PATIENT REGISTRATION COLLECTION AGENT 0,362 17.904 8,542 91%
51 b ICUICCU STAFF NURSE 11 9,963 36,260 (6,297 82%
25 | LABORATORY MED LAR TECHNICIAN 111 7,648 13,623 5.977 78%
21 | PATIENT AEFAIRS COLLECTION AGENT 9,362 16,401 7.040 75%
21 | OPERATING ROOM (SURGERY) STAFF NURSE 1 16,349 28,257 11,908 73%
35 | OPERATING ROOM (SURGERY) STAFF NURSE 1 16,349 28,165 (1,817 729,
26 | EMERGENCY ROOM STAFF NURSE I 14,622 25,051 10,429 71%
57 | PATIENT AFFAIRS COLLECTION AGENT 9,362 15,499 6.137 66%

|55 | LABORATORY MED LAB TECHNICIAN {11 7,645 13,655 5,010 66%
59 | NICU STAFF NURSE II 16,349 26797 10,448 64%
30 | LABOR & DELIVERY STAFF NURSE Il 19,963 32,469 12,506 63%

5 | SURGICAL STAFF NURSE Il 15,488 24.646 9,158

|32 | DIETARY (INCLUDE CAFETERIA) | SPECIAL DIET ASST 5,553 8,788 3235
43 | SURGICAL STAFF NURSE Il 19,963 30322 10,359
P e e PEET T

DEPA RTMENT

1 | RESPIRATCORY CARE 5 s % 278470 | § 446,024 6%

|2 | EMERGENCY ROOM p 5 7S 150,742 | § 342,967 115%
3 | HOUSEKEEPINGO § - 818 194779 | § 342,938 6%

4 | OPERATING ROOM (SURGERY) 1 4 il s oI | s 220284 102%

5 | PHARMACY ; 1 215 61153 | § 138270 126%

4 | DIETARY (INCLUDE CAFETERIA) 7 713 33971 | % 92325 173%

7 | LABOR & DELIVERY 2 215 41337 1% 87,336 111%

8 i PATIENT AFFAIRS | 2 3:% 55920 | § 82.667 59%

9 [ MEDICAL/SURGICAL - i 118 16349 | § 67.G35 316%

10 | PROGRSSIVE CARFE UNET(PCLD - 2 21 % 28179 ¢ % 62,337 121%

L1 | SURGICAL - 2 218 35451 | % 54,969 55%

12 | HEMODIALYSIS i 1] 8 35S0 |8 54,879 35%

13 1 LABORATORY - 3 3% 2042 1§ 41.042 7%%

14 | PATIENT REGISTRATION - 2 2% 8723 1 3 37,196 99%,

15 | IcLiccy - ! {8 15.963 $ 36,260 B2%

1o [ NIKL _ _ o _ L8 16349 | § 26,797 64%
: CUUAOTAL D B B0 O « ) FER R Cire S nmaEl
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DEPART

2

1 | RADIOLOGY IMAGING SERVICES HGSP RAD TECHNOLOGIST I 15470 27,744 12.274 T9%
2 1 RESPIRATORY CARE RESPIRATORY THERAPIST 11 53,768 93,016 39,248 73%
3 1 HOUSEKEEPING HOSP ENVIRON SVCSTECH | 21384 36,232 14 848 6F%%
4 | HOUSEKEEPING HOSP ENVIRON SVCS TECH I3 22486 38,076 15,500 69%
5 1 ANESTHESIA ANESTHESIA TECHNICIAN 27.149 44,749 17,600 65%
6 i REHAB SERVICES HOSPITAL REHAR TECHNICIAN HI 24,376 38,448 14,071 38%
7 | OPERATING ROOM {(SURGERY) HOSPITAL LPN 11 . 43,726 68,425 24,659 56%
8 1 HOUSEKEEPING HOSP ENVIRON SVCS SUPERVISOR 36,816 37,508 20,652 56%
9 | PATIENT REGISTRATION COLLECTION AGENT 9362 14,573 3212 S6%
10 | EMERGENCY ROOM HOSPITAL 1PN [ 29962 46,634 16,672 365
il | HOUSEKEEPING - HOSP ENVIRON SYCS TECH | 19,800 30,803 11,003 36%%
12 | HOUSEKEEPING LAUNDRY MANAGER 32517 49813 17.296 53%
13 | OPERATING ROOM {(SURGERY} STAFF NURSE §} 59,881 91,665 31,785 53%
14 | OPERATING ROOM {SURGERY) STAFF NURSE § 39,943 61,001 21,058 53%
15 | PROGRSSIVE CARE UNIT(PCU} STAFF NURSE # 64,114 097,790 33,676 53%
16 | LABOR & DELIVERY STAFF NURSE i 01,946 93.484 31.538 51%
17 | LABOR & DELIVERY STAFF NURSE i 61,946 93,382 31436 51%
18 { EMERGENCY ROOM STAFF NURSE 1l 46,457 09,871 23415 50%
EMERGENCY ROOM STAFF NURSE 1 18.893

PART-TIME EMPLOY

DEPART POSITION TITLE
|| MEDICAL/SURGICAL STAFF NURSE I 16,349 61991 45,642 279%
2 | EMERGENCY ROOM STAFF NURSE II 16,349 66,909 44,560 273%
3 | PHARMACY HOSPITAL PHARMACIST 26,773 92,413 65,640 245%
4_| SURGICAL STAFF NURSE II 19,963 63,912 43,949 220%
| 5| DIETARY (INCLUDE CAFETERIA) | COOK I 5,281 16,200 10,919 207%
6 | EMERGENCY ROOM STAFF NURSEII 21374 64,445 43,071 202% |
7_| EMERGENCY ROOM STAFF NURSE II 13,767 41,299 27.831 200% |
§ | LABOR & DELJVERY STAFF NURSE II 21374 62,196 10,822 191%
9 | SURGICAL B STAFF NURSE II 16,343 44912 28,570 [75%
{0 | EMERGENCY ROOM STAFF NURSE [E 17,209 46,739 29,530 172%
11 | DIETARY (INCLUDE CAFETERIA) | SPECIAL DIET ASST 5,353 14.029 BAT6 153%
12 | DIETARY (INCLUDE CAFETERIA) | CASHIER | 5,281 13,206 7,926 150%
(3 | OPERATING ROOM (SURGERY) STAFE NURSE II 16,349 33,091 21,742 133%
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Appendix 6:
CY 2011 Compensation More than 50% Base Pay  Ppage2of2

PART-TIME EMPLOYE]

DEPARTMENT _ POSITION TITLE

14 | LABOR & DELIVERY STAFF NURSE 1 13,316 29,604 16,288 122%
18 | NICy STAFF NURSE I 19,274 40857 21,542 112%
16 | EMERGENCY ROOM STAFF NURSE 1l 14,622 29,780 15,157 104%
17 i PROGRSSIVE CARE UNIT(PCU) STAFF NURSE 1l 15,488 30,582 15,094 97%
18 | OPERATING ROOM (SURGERY)} STAFF NURSE I 16,349 28,479 12,630 7%
19 | SURGICAL STAFF NURSE 1i 15,488 26,202 10,804 0%
20 | PATIENT AFFAIRS COLLECTION AGENT i 9.362 15.770 6,408 68%
21 | 1LABOR & DELIVERY STAFF NURSE ii 19,963 32,493 | 12330 63%
22 | OPERATING ROOM (SURGERY) STAFF NURSE il 16349 | 26,547 10,198

23 | EMERGENCY ROOM STAFF NURSE 1 22,190 13,650

24 | DIETARY (INCLUDE CAFETERIA) | CASHIER | 7.920 4513

25 | NICU STAFF NURSE 31 16349 8224

EMPLOYEE

COUNT AL % OVER
DEPARTMENT EM :
iLL-
ME

i | EMERGENCY ROOM 3 6 9l s 219,655 | § 452134 | 106%
3 | OPERATING ROOM {SURGERY} 3 3 6| s 192,596 | $ 314709 | 63%
3 | LABOR & DELIVERY 2 3 sl s 178,545 | § 31059 | 74%
"""""" 1 | HOUSEKEEPING 3 - 5] s (33,003 | % 212435 | 60%
5 | SURGICAL A 3 1ls 51794 | 8 135017 | 161%
""" 6 | PROGRSSIVE CARE UNIT(PCL) | ! 2l 79603 | § 128372 | 61%
5 | RESPIRATORY CARE i - L] s 53,768 | § 93,016 | 73%
g | PHARMACY . ! L] s 26773 | % 92413 | 245%
o | NICU - 2 1l 35623 | % 65380 | 84%
16 | MEDICAL/SURGICAL - ! R 1639 | § 61091 | 279%
11 | DIETARY (NCLUDE CAFETERIA) - 4 41s 1034 | S S5868 | 132%
12 | ANESTHESIA I . 1 27149 | § 44749 | 65%
13 | REHAB SERVICES ! - 1% 24376 | % WA | 58%
14 | RADIOLOGY IMAGING SERVICES I - L1l 15470 | § 274 | 19%
15 | PATIENT AFFAIRS - | 1 s 9362 | $ 15770 | 68%

t6 | PATIENT REGISTRATION i - 1S 9362 | § 14373




Appendix 7:

DEPART

" FULL-TIME EMPLC

POSITHON TITLE

I 1 OBSTETRICS STAFF NURSE 1 18.586 54368 | 35781 193%
2+ HOUSEKEEPING HOUSEKEEPER J1 19 8(K) 46,745 26,943 136%
3 1 HOUSEKEEPING HOUSEKEEPER § 18,916 44 361 25345 ]34"/&_
4 1 HOUSEKEEPING HOUSEKEEPER SUPVR 32,228 63,880 33652 104%
5 | TELE PROGRSSIVE CARE UNIT(PCU) | STAFF NURSE | 12,576 23334 10,758 8o%
6 1 HOUSEKEEPING LAUNDRY MANAGER 31418 55,744 24,326 7%
7 1 EMERGENCY ROOM STAFF NURSE | 39,841 67,307 27,364 69
8 | HOUSEKEEPING HOUSEKEEPER [ 16,0679 26913 10,834 67%
% | EMERGENCY ROOM STAFF NURSE [1 39 881 99,752 39,871 67%
10 | FACILITIES MAINTENANCE ELECTRICIAN i1 28 875 46 906 18,031 62%
11 | HOUSEKEEPING HOUSEKEEPER | 18916 30,345 11,429 60%
12 | LABOR & DELIVERY STAFF NURSE 1 11.836 18,882 7.046 60%%
13 | FACILITIES MAINTENANCE ELECTRICIAN SUPERVISOR 37128 59,083 21,8535 55%
14 | HOUSEKEEPING HOUSEKEEPER | 16,079 25,544 2,465 36%4
15 | FACILITIES MAINTENANCE ELECTRONIC TECH | 25967 41,123 15,156 58%
16 | NICU STAFF NURSE 1l 59 881 94,763 34,882 38%
i7 | FACILITIES MAINTENANCE PLUMBER I 32,083 50,713 18,631 58%
{8 | OPERATING ROOM (SURGERY) HOSPITAL LPN 1} 43,726 69.053 25,329 58%
19 | HEMODIALYSIS STAFF NURSE i 49.041 77,016 27975 57%
20 | NiCU STAFF NURSE [I 61,546 97,264 35318 37%
21 | HEMODIALYSIS STAFF NURSE [ 37.724 59.113 21,390 57%
22 ¢ NICU STAFF NURSE I 53,686 83,950 30,264 36%
23 | DIETARY {INCLUDE CAFETERIA) SPECIAL DIET ASST 16,656 25913 9257 56%
24 | RESPIRATORY CARE RESP THERAPY PROGM SUPERVIS 60,278 93,259 32081 55%
25 | FACILITIES MAINTENANCE MAINTENANCE WORKER 29,962 45,995 £6.034 54%
26 | HOUSEKEEPING HOUSEKEEPER | 201429 31,264 10,833 53%
27 | FACILITIES MAINTENANCE MAINTENANCE SUPERVISOR 39,491 60,302 20811 53%
28 | EMERGENCY ROOM HOSPITAL 1PN | 28.963 44,145 15,182 §2%
29 | HOUSEKEEPING HOUSEKEEPER | 22,699 34.477 11,778 2%
30 | TELE PROGRSSIVE CARE UNIT(PCL) | STAFF NURSE [l 61,946 93,705 31,759 1%
31 | MEDICAL/SURGICAL STAFF NURSE (I 64,114 06,970 32856 51%
32 | TELE PROGRSSIVE CARE UNIT(PCL) | STAFF NURSETI 35,751 84,300 28,549 S
33 | LABOR & DELIVERY STAFF NURSE 1T 59881 90,377 30,496 31%
34 | PHARMACY PHARMACY TECHNICIAN 34382 51870 17 488 31%
NICU

STAFF NURSE 1)
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Appendix 7:

CY 2010 Compensation More than 50% Base Pay

DEPART!

PART-TIME EMPLOYEES

POSITION TITLE

Page 2 of 3

1| MEDICAL/SURGICAL STAFF NURSE Il 16,349 66,868 50,520 309%
2 | EMERGENCY ROOM STAFF NLIRSE 11 16,349 64,027 47,679 202%
3 i TELE PROGRSSIVE CARE UNIT{PCU; | STAFF NURSE | (2,576 45,013 32437 258%
4 | OPERATING ROOM (SURGERY) STAFF NURSE [ 16,349 57,222 40,873 250%
5 | EMERGENCY ROOM STAFF NURSE i 20,631 70,130 49.479 240%
6 | PHARMACY HOSPITAL PHARMACIST 26,773 87,774 61001 228%
7 | LABOR & DELIVERY STAFF NURSE I 20,651 65301 44,650 216%
8 | DIETARY {INCLUDE CAFETERIA) FOOD SERVICE WORKER 5,043 15,945 10,909 216%
9 | DIETARY {INCLUDE CAFETERIA) COOK I 5281 16,518 11,238

10 | OPERATING ROOM (SURGERY) STAFF NURSE Il 16,349 44,341 27,992

il | MEDICAL/SURGICAL STAFF NURSE II 16,349 43,260 26,912

12 | SURGICAL STAFF NURSE II 16,343 42,433 26,092

i3 | LABOR & DELIVERY STAFF NURSE | 13316 32496 19,180

14 | DIETARY (INCLUDE CAFETERIA) FOOD SERVICE WORKER 3.783 8039 4256

15 | NICU STAFF NURSE Il 16,349 34671 18.322

16 | EMERGENCY ROOM STAFF NURSE Il 16.349 33.762 17,413

17 | LABORATORY MED LAB TECHNICIAN i 7,645 14,697 7.052

i8 | SURGICAL STAFF NURSEIi 14.628 27.526 12,899

19 | EMERGENCY ROOM EMERGENCY ROOM TECHNICIAN 7022 13,208 6,186

20 | EMERGENCY ROOM STAFF NURSE 12,572 22,543 9972

21 | NICU STAFF NURSE il 16,349 29274 12,925

22 | OPERATING ROOM (SURGERY) STAFF NURSE il 16,349 27,191 10,843

23 | OPERATING ROOM (SURGERY) STAFF NURSE [I 16,339 26,328 9,979

24 | TELE PROGRSSIVE CARE UNIT(PCL) | STAFF NURSE [ 11.836 18,075 6,238

25 | LABORATORY MED LAB TECHNICIAN [l 4,001

TR T n T CoaTET ""_TQTﬁfL-_T-::: - e
237 -




Appendix 7:

CY 2010 Compensation More than 50% Base Pay

% OVER |

Page 3 of

EMPLOYEE COUNT , R |
DEPARTMENT FULL. PART. n{ug;m . BASESALARY  WAGES, TIPS i;:;z
TIME TIME COU :
ENTY 4 2 6] s 72325 |8 436208 | 0%
2 | EMERGENCY ROOM 3 5 8 3 201,729 h) 414,873 106%
5 | HOUSEKEEPING 9 ; 9 s 196.564 | § 361473 | 8a4%
5 | FACILITIES MAINTENANCE % . 61 s 193,506 | % 04124 | 57%
5 | TELE PROGRSSIVE CARE UNIT(PCLY} 3 2 A % 154,686 $ 264,426 71%
6 | OPERATING ROOM (SURGERY) l 4 5| s 109121 | § 24038 | 103%
2 | MEDICAL/SURGICAL | 2 3]s 96,812 | § 207099 | t14% |
g | LABOR & DELIVERY T 2 4]s 165684 | $ 7,056 | 96%
o | PHARMACY | I 2] s 61155 | § 190,644 | 128%
1o | HEMODIALYSIS 2 - 2 s 86764 | § 136,129 | 7%
11 | RESPIRATORY CARE 1 (] 60278 | § 93250 | $5%
12 | DIETARY {INCLUDE CAFETERIA) 1 3 il s 30.765 | S 66415 | 116%
13 | SURGICAL ) 2 2] s 0071 | S 69.062 |  126%
14 | OBSTETRICS 1 - | g 18.586 % 54,368 193%
(5 | LABORATORY . 2 2 s 15291 | 8 26343
s
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Appendix 8:

CY 2010 ~ 2012 Sample Employees’ Percentage over Base Pay

(Part-Time)

Page 1 of 2

% OVER

BASE

HOSPITAL 2010 26,773 61,001 228% 1,811
. ISPITAL N ) :
PHARMACY BHARMACIST 2011 26773 63,640 245% ] .89§
2012 26,773 57410 214% 1,729
2010 20,651 70130
EMERGENCY ROOM STAFF NURSE I 2014 2374 &4 445 43,071 2009% 1,714
2012 21374 68,869 47,495 22% §,762
203,444
2010 66868 309% 2,231
MEDICALS e -
SURGICAL STAFF NURSE Il 2011 16349 61991 45,642 27% 2,138
2012 16,349 67,935 51,586 316% 2316
196,795
98 909 (2.626)
SURGICAL STAFF NURSE I 19963 63.912 43949
19,963 30322 10,359

TOTAL
2010 47,6749
EMERGENCY ROOM STAFF NURSE 11 2011 16,349 60909 44,360
2012 16,349 57,571 41,222

TOTAL

2010 16.349 40,873 250% 2,020

OPERATING ROOM I _ N ,
(SURGERY) STAFE NURSE 1) 2011 16,349 _ (4,079 25% 440
2012 16,349 53,660 37310 228% 2,008
TOTAL
ROGRSSIVE CARE 2010 12,576
PROGRSSIVE CAR S - - -
UNITPCUS STAFEFNURSE | 2011 13,316 18,163 4.847 36% 796
2012 ; ; . 0% .
TOTAL 53,176
-39.




DEPART!
ETARY (INCLUDE 2010 5,281 16,518 11,238 213% 2,110
DISTARY (INCLUDE . : 3
5 CAFETERIA) COOK T 2011 5,281 16,200 1,919 207% 2.087
7012 5,281 16,332 11,052 209% 2,103
2010 . . - 0% -
DIETARY {(INCLUDE | FOOD SERVICE . T : -
, CAFETERIA) WORKER 2011 5,045 5.402 357 7% 719
2012 5.045 14,457 9,412 187% 1,978
TOTAL 19,859
DIETARY {(INCLUDE FOOD SERVICE 2011 1,783 4.780 597 26% 648
10 CAFETERIA) WORKER -
2082 3.783 14,347 10,564 279% 1,975
TOTAL 19,127

DIETARY (INCLUDE
CAFETERIA)

FOOD SERVICE
WORKER

3.783

1.085

669

3783

9,235

1.834
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Appendix 9:
CY 2010 ~ 2012 Sample Employees’ Percentage over Base Pay

(Full-Time)

CALENDAR

Page 1 of 3

TLE
2016 61946 | 93705 31,759 5% 2310
ICUICCL STAFF NURSE 1f 2011 64114 | 97790 33.676 $3% 2,300
1
2012 B4.114 | 91,058 26,943 42% 2245
TOTAL 282553
2010 68681 | 87376 18,695
{CL/OCU STAFF NURSE Il 2011 71084 | 91993 20,909
.
- 2012 71,084 98,912 27.828
TOTAL 278281
2010 59,881 99,752 39,871 57% 2,570
EMERGENCY S - :
; 2 59 293 26,412 o 22
1 oo STAFF NURSE 11 oll 881 8629 641 a4 236
; 2012 59,881 80,398 20517 34 2,147
266442
T 2010 39.043 67,307 27.364
EMERGENCY STAFF NURSE i 2011 16,457 69.871 23413
A ROOM
2012 16,459 §2.502 36,043
TOTAL 219,680
2010 , 7,739
FACILITIES ENGINEER 8 p : — =
< | MAINTENANCL SUPCRVISOR =0t 57209 |57 H.770 1% 2,288
; 2012 57.200 75,435 18226 32% 2622
TOTAL 217.153
1 . ; 9 o
. GENERAL 2010 67.946 72,005 4,149 6% 2,071
GENERAL ACCOUNTING 2011 62,344 62,480 136 0% (984
. ACCOUNTING DU
. SUPVR . v - ;
2012 64,526 68,431 3.905 6% 1,904
TOTAL 203,006
. HOSP ENVIRON 2010 32,208 63,880 13,657 104%
> VS 2 ; 2 S6m:
| houskrEERING svpgg?«;cm 2011 36,816 57,508 20,662 56%
g : 2012 16,816 64,455 27,649 75% 3.598
TOTAL 187,853
2010 55,341 61.010 5.669
GENERAL - :
: ) SCOUNTAN 2 572 5
. ALOUNING ACCOUNTANT [ ot 7278 | 58408 1130
2012 57278 | 03223 5945
TOTAL 182.642
-4 -



Appendix 9:
CY 2010 ~ 2012 Sample Employees’ Percentage over Base Pay
(Full—Time) Page 2 of 3

2010 31418 55,744 24326 7% 3443
LAUNDRY N
| - 5 o 3
0 HOUSEKEEPING MANAGER 2011 32517 49 813 7,296 §3% 3.067
' 2012 32,517 38,766 26,248 81% 3,390
TOTAL

46,745 26,945 [36% 3.969

HOUSEKEEPING | HOUSEKEEPER I1 2011 22,486 38,076 15,500 9% 2,941

to 2012 22,486 48,163 25,676 114%, 3,640
TOTAL 132,984

TELEPHONE 2010 28,085 38,698 10,613 38% 2771

| | communications s%i%ﬁ?g; 2011 20068 38,560 9,492 330,’? 2,505

2012 29,068 38,541 0,473 33% 2611
TOTAL 115,798

ACCOUNTING 2010 34,518 40,163 3,645 16% 2,53{).

PATIENT AFFAIRS TECH 2011 35751 3,103 (1.648) 5% 2,083

12 SUPERVISOR 2012 35751 38241 2.490 7% 2073
112,508

2010 18,016 30,345 11,429 60% 2‘69-4

HOUSEKEEPING | HOUSEKEEPER | 2013 21384 36,232 14.848 9% 2756

13 012 | 21384 35,368 13084 | 63% 2,730

101,545

2010 16,079 26913 10,834 67%

HOUSEKEEPING HOUSEKEEPER i 2011 19,800 30,803 11,003 6% 2,604
14
2012 19,800 39,360 19.560 9% 3582
TOTAL 97,076

2010 17,024 23917 6,893

HOUSEKEEPING HOUSEKEEPER | 2011 20,592 28956 8364 45% 2,410
5
: 2012 20,592 31,685 11.093 4% 2824
TOTAL 84,558
2010 16,079 25,544 9,465 59% 2839
HOUSEKEEPING | HOUSEKEFPER | 2011 19,800 28214 BAl4 2% 2,539
e 2012 19.800 26,629 6.820 34% 2377
TOTAL 80387
40 -



Appendix 9:
b
CY 2010 ~ 2012 Sample Employees’ Percentage over Base Pay
(Full-Time) Page 3 of 3
T CURRENT CALENDAR PASE = WAGES, ) pianep " OVER - ACTUAL
DEPARTMENT CURRERD o VAR R saLary TIPS RS BASE HOLRS
SITION TITLE 1Al 1B} IB-A=ICT eoal=n] WORKED
2010 16,656 19,619 2,963 18% 2,287
SNU - DIETARY SPEC;S“,"SLTDEE r 2011 16,656 19,168 2512 15% 2,160
H 2012 17697 | 21,503 1,805 2% 2,240
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Appendix 10:
GMHA Management Response Page 1 of 2

Guam Memorial Hospital Authority
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Amend classifications of exempt positions to reflect the
CFR requirements of said duties and restrict positions
considered “exempt” from overtime compensation;

Open

Please provide target
date and title of the
official(s} responsible
for implementing the
recommendation.

Restrict positions considered “exempt” from overtime
compensation;

Open

Please provide target
date and title of the
official(s) responsible
for implementing the
recommendation.

Formally adopt the Safe Hours of Work Policy to ensure
that the maximum hours of work is not exceeded and
work is performed in a safe manner; and

Please provide target
date and title of the
official(s) responsible
for implementing the
recommendation.

Automation of certification and weekend pay within its
payroll system to automaticaily calculate certification
pay for certified individuals and weekend pay for
employees working between the hours of 12:00 midnight
on any Friday and 12:00 midnight of the following
Sunday night.

Please provide target
date and ntle of the
official(s) responsible
tor implementing the
recommendation.
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Guam Memorial Hospital Authority
Compensation Controls for Employees’ Salaries Below $100,000
Report No. 13-04, December 2013

Key contributions to this report were made by:
Franklin Cooper-Nurse, Audit Supervisor
Clariza Roque, Auditor in Charge
Michele Brillante, Audit Staff

Doris Flores Brooks, CPA, CGFM, Public Auditor

MISSION STATEMENT

To improve the public trust,
we audit, assess, analyze, and make recommendations
for. accountai):hty, trans;)arency,
effectiveness, efficiency, and economy of the government of Guam
independently, impartially, and with integrity.

RE v L '

Independence
Integrity P Impartiality

Accountability Transparency |

Call our HOTLINE at 47AUDIT (472-8348)
Visit out website at www.guamopa.org

Call our office at 475-0390
Fax our office at 472-7951 .
Or visit us at Suite 401, DNA Bulldmg in Hagitiia;

YV VYV

All information will be held in strict confidence.



