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OFFICE Of PUBLIC ACCOUNTABILITY 

Doris Flores [)rooks, CPA, CGJ"'M 
Public Auditor 

EXECliTIVE SUMMARY 
Guam Memorial Hospital Authority 

Compensation Controls for Employees' Salaries Below $100,000 
Report No. 13-04, December 2013 

Over the last three years, 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) 20 I 0 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 
$lOOK. 

For the 28 individuals tested. GMHA documented compensation f(lr 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 $1 OOK. we found: 

r Certain exempt employees were compensated $9K in overtime and $31 Kin additional straight­
time; 

,- Four Housekeeping employees consistently worked over 3,000 hours annually, of which two 
received $ii5K 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 cet1ification pay. 

In our previous audit (OPA Report No. 12-04). we found that compensation controls for salaried 
physicians and employees compensated over $lOOK were more lenient; inconsistently applied and 
administered. and at a higher risk tor excessive compensation. errors, misrepot1ing. and abuse. 
Specifically: I) 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 lc1und several weaknesses pertaining to exempt employees: I) two were compensated 
$9K in overtime: 2) $3! K in additional straight-time was provided to a Supervisor; and 3) 18 
employees were misclassilied as exempt when their duties were of a non-exempt nature. These 
conditions occurred due to management's ability to override the payroll system. GMHA's practice to 
allow additional compensation. and GMHA's misclassitication of exempt employees. 

The additional straight-time compensation. which is calculated as additional hours worked times the 
cmployec"s base rate, paid to certain exempt employees has been GMHA "s practice f\Jr 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 tc1r exempt employees who provide 
direct patient care. Though this has been a common GMHA practice and is not illegal. it ts a 
questionable practice that is not equitably applied between executive line agencies and GMHA. 
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four Housekeeping Employees Worked in Excess of3,000 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 years reviewed. Of the 16 employees, four employees 
consistently worked more than 3,000 hours annually. of which two received $115K in overtime over a 
three-year period. One Housekeeper !I was compensated an average of $44K annually and worked an 
average of 1,605 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 Board. 

Part-Time Employees Compensated over 50% of Base Pay 
Due to the nature ofGMHA ·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 threshold policy established. 

Manual Inputting Resulted In Nominal Errors 
GMHA has yet to implement automation of certification and weekend pay within its payroll system. 
A I though we found errors due to the manual inputting of certilication and weekend pay for those 
employees compensated below $lOOK, this had a nominal net effect of$(86) comp&rcd to the $6,721 
questioned tor employees compensated over $1 OOK in our previous audit. 

Conclusion and Recommendations 
GMHA has better payroll controls tor employees compensated b~low $1 OOK, whereas our previous 
audit found weak management oversight and inconsistent application of payroll practices over the 
compensation of physicians and employees compensated over $lOOK. 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: I) amend the classification of exempt 
positions to retlect the Code Federal Regulations requirements of said duties; 2) restrict positions 
considered ·'exempt" from overtime compensation: and 3) adopt the Sate Hours of Work Policy. We 
also reiterate our previous recommendation to automate certification and weekend pay within its 
payroll system. 

GMHA managemem generally concurred with the findings and recommendations and have introduced 
new processes and internal controls to ensure accurate human resources and payroll procedures. See 
otlicial response in Appendix I 0. 

1/J.hJ~ 
Doris Flores Brooks. CPA. CGFM 
Public Auditor 
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OFFICE OF PUBLIC ACCOUNTABILITY 

Doris Flores Brooks, CPA, COFM 
Public Auditor 

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 I, 20 I 0 
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 ofGMHA Compensation Controls (OPA 
Report No. 12-04) issued in November 2012. Our audit objectives were to determine: I) whether 
controls were in place to ensure that GMHA statT 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 $1 OOK. 

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 
Memorial 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 insumnce 
organizations. The Hospital is open 24 hours, 365 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 oft he 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 $71 M 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 
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Fiscal Year 2010 2011 2012 
Salaries & Benefits Expenses $67,868,412 $71,613,197 $71,144,276 

Salaries & Benefits Expenses to Overall 
Budget Percentage 

68% 63% 63% 

No. of Employees 1,063 999 967 

Analysis of Compensation below $lOOK 
We analyzed GMHA individuals whose annual compensation fell below $1 OOK based on 20 I 0 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 ofGMHA 
employees or 79% were annually compensated below $1 OOK. See Table 2 below for a summary of 
GMHA's compensation distribution for employees per year. 

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

Top 10 Individuals Compensation 

2012. 
EE* 
Ct. Total Cost 

13 1,226.130 ! 43 

78 

95 

100% 

We identified I 0 individuals who received the highest cumulative compensation from CY 20 I 0 
through 2012 due to their already high base salary: eight were Staff Nurse lis, the Administrator 
of Hospital Food Services, and a Respiratory Therapist ll. These employees were collectively 
compensated $2.8M and worked in the following departments: Skilled Nursing, Medical/Surgical, 
ICU/CCU, Progressive Care Unit. Respiratory Care, Labor & Delivery. Operating Room. and 
Dietary. See Table 3 for details. 
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Table 3: Analysis of Top 10 Compensation from CY 2010-21112 1 

I DIETARY !lNCLt:DE ADMIN HOSPITAL 

I 

CAFETERIA) FCXJD SERVICES 

SKILLED NURSING STAFF NURSE II 

I MEDICAU 

i SURGICAL 
STAFF NURSE II 

I 

i ICU/CCU& 

I TELEPROGRESSIVE STAFF NURSE II 
CARE l!NIT (PCLil 

I RESPIRATORY CHIEF RESP THER 

I CARL 
iHCA). RESP 

THERAPIST II 

i 
lCU/CClJ STAFF NURSE II 

LABOR& STAFF NURSE II DELIVERY 
------------ - -

MEDICAL/ 
SURGICAL 

STAFF NURSE II 

OPERATING ROOM STAFF NURSE II ' (SURGERY! 

lCL/CCU STAFF NURSE II I 

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 eam additional compensation. In CY 20 l 0, the Chief Respiratory Therapist had a 
base salary of$72K. During CY 2011 and 2012. this employee became a Respiratory Therapist 
II, 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 found almost 99% ofGMHA employees compensated below 
$lOOK worked less than 2,500 hours. The remaining I% 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-time position. These employees were from various 

------· ---------
1 Analysis of individuals receiving below $1 OOK. 
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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 earned less than $lOOK 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 Honrs Worked 

2,500- 3,000 HOURS 
2,100- 2,500 HOURS 
2,000- 2,100 HOURS 

LESS THAN 2.000 HOURS 
NONE 

GRAND TOTAL 

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 toll owing divisions and departments 
and had the tollowing positions: 

;;.. Fiscal Services Division 
o Two Medical Records Clerks 
o Patient Affairs Accounting Tech Supervisor 

,... Nursing Division 
o Three Emergency Room Staff Nurse ll's 
o JCU/CCU Cardiac Monitoring Technician 

r Operations Division 
o Communications Telephone Operator Supervisor 
o Facilities Maintenance Engineer Supervisor 
o Chief of Environmental Services 
o Twelve Housekeeper r s 
o Housekeeper II 
o Housekeeping Laundry Manager 
o Skilled Nursing Unit (SNU) ~ Housekeeping Supervisor 

r Professional Support Division 
o Pharmacy Aide 
o Two Pharmacy Technicians 
o Physical Therapy Hospital Rehab Technician Ill 
o Radiology Imaging Services X-ray Technician II 

- 6 -
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Results of Audit 

With salaries being the largest expenditure ranging from 63% to 68% ofGMHA'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) compared to physicians and other 
employees compensated over $1 OOK. 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: 

" Certain exempt employees were compensated $9K in overtime and $31 K in additional 
straight-time: 

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

';.- Part-time employees were compensated as high as 316% of their base pay: and 
r Errors due to manual inputting of weekend and certification pay resulted in nominal 

questioned cost of$( 86 ). 

For this audit, we tested the payroll data and documentation for 28 selected individuals with 
compensation below $1 OOK, and identit!ed questioned costs of: $1,174 tor the straight-time 
compensation to an exempt employee and $(86) for errors in the manual inputting of certification 
and weekend pay. 

ln contrast. our previous audit on GMHA Compensation Controls (OPA Report No. 12-04) 
identitied questioned costs amounting to $206K for the three pay periods tested for 15 selected 
individuals compensated over $1 OOK. Our previous audit t(lUnd that payroll controls over staff 
compensation over $1 OOK were lenient, especially for Physicians. Specific findings included: I) 
there was a lack of scrutiny over Radiologists' hours; 2) timeshcets were not reviewed or approved: 
and 3) work hours were not authorized or justified. The inconsistent application of payroll controls 
and administration provide increased opportunities for excessive compensation. errors, 
misreporting. and abuse. 

Better Managed Controls for Employees Compensated below $lOOK 
We noted in this current audit that timekeeping errors were minimized as there were better payroll 
controls for employees compensated less than $1 OOK. compared to OPA Report No. 12-04 where 
there were payroll control deficiencies for Physicians and employees compensated over $1 OOK. 
Established controls presently included a review of payroll transactions trom 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 f(mnd that 
GMHA generally applied payroll processing requirements consistently and completed proper 
documentation for pay codes, such as annual leave. sick leave, and owrtime. However. some 
internal procedures still lack consistency in their application, such as the calculation of manually 
inputted pay types. 

- 7-



Overtime and Straight-Time Pay for Certain Exempt Employees 
Questioned 
The Fair Labor Standards Act (FLSA) 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 tor all hours worked over 40 hours in a workweek. However. Section l3(a)(l) 
and Section 13( a)( 17) of the FLSA provides an exemption from both minimum wage and overtime 
pay for employees employed as bona fide executive. administrative. professionaL outside sales. 
and certain computer employees. To qualify for the exemption, employees generally must meet 
certain tests regarding their job duties and be paid on a salary basis at not less than $455 per week. 
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 nGt required to pay overtime or compensatory time to "exempt" 
employees who are in a bona fide executive. administrative. or professional capacity. According 
to the GMHA Personnel Services Administrator, there are two ways to determine whether an 
employee is exempt or non-exempt: job duties and pay classilication. Certain exempt employees. 
such as ali nursing positions. may cam overtime or compensatory time for direct patient care 
duties. In addition. any GMHA employee compensated at K pay grade and above is considered 
exempt. 

Since 2007. Guam's Minimum Wage and Hour Act. Title 22 ofthe Guam Code Annotated. Section 
3108(b) regarding employee exemptions has mirrored the FLSA'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 
beyond their normally scheduled hours. 

For the three-year period. we found GMHA compensated a total of$9K in overtime to two exempt 
employees: an Inventory Management Oflicer and a Hospital Property Management Officer. In 
addition. we found $11 K in additional straight-time compensated to 19 exempt employees within 
pay periods ended July 30,2011 and December 15, 2012. GMHA considered these employees 
exempt due to their job duties and pay classification. but they may have been misclassitied as their 
tasks do not fit the established FLSA 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 years to an Inventory Management 
Officer and Hospital Property Management Officer within the Materials Management dcpmiment. 
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 $!.2M for 28.933 hours in overtime and double time compensated to 
113 Nursing and Professional Suppon employees. including Hospital Unit Supervisors. Hospital 
Staff Nurse 2 - Clinical. and Respiratory Therapists. These 113 employees are classified as 
exempt employees. However. they arc eligible f(w 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 Chief Payroll Supervisor and f(mnd that DOA uses the DOA 
Organizmion Circular No. 05-022 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 employees 
within the GovGuam line agencies are held to this criteria and are barred from receiving ove11ime 
pay or additional pay. Should these types of compensation be inputted, the DOA AS400 has !lags 
in its system to alert payroll 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 DO A's procedures, GMIIA provides pre-approved additional straight-time for their 
exempt employees. The Depanment Managers would submit their depanment's requests to the 
Chief Financial 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 
employee's base rate. However, we did not find any policy to allow for additional straight-time 
for exempt employees in lieu ofovenime, which has been a common practice tor GMHA for years 
dating as far back as 1985. 

According to GMHA"s General Accounting Supervisor, exempt employees should be 
compensated for all hours worked. l !ow ever, in our interview with the Personnel Services 
Administrator. exempt employees should be restricted from additional straight-time compensation. 
Prior to employment, exempt employees are notified that they are not eligible f(Jr ovenime or other 
l(Jrms 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 31st Guam Legislature requested OPA to review a ·'Whistlcb!ower Complaint" 
alleging cenain exempt employees received ovenime 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 Ill. and General Accounting Supervisor to determine 
whether they received authorized and accurate compensation. In addition, during our analysis, we 
found that the Patient A11airs Accounting Tech Supervisor was compensated 2,530 hours in CY 
2010. but the actual hours worked decreased by 18% to 2Jl73 in CY 2012. For these three 
employees. we fi.mnd that no overtime hours were compensated and any additional straight-time 
hours paid were justified. 

9 



We also analyzed four exempt employees 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. These additional straight-time hours were allowed at 
management's discretion for special projects. to meet deadlines. and to supplementstaff shortages. 
In discussions with the Department of Labor. the payment of additional straight-time is not illegal. 
but a questionable practice because it is not consistent with DOA ·s Human Resources policy 
regarding exempt employee's compensation. 

Of the four exempt employees, we question only one, the Engineer Supervisor. who received 1,137 
in additional straight-time totaling $31 K. Based on the straight-time justitlcations 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 employees were compensated 
$11 K 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 FLSA requirements for exempt employees. 
Thus. GMHA may have incorrectly classified these employees as exempt. 

While the GMHA payroll system has built-in controls that does not allow exempt employees 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 classified as exempt to ensure their exemption is correct so as to limit 
management's override of additional compensation for exempt employees. 

In summary. GMHA is not required to pay overtime or compensatory time to employees in a bona 
tide executive, administrative, or professional capacity, which is in line with FLSA, except for 
exempt employees who provide direct patient care. In lien of overtime. GMHA allowed exempt 
employees 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 
classitled as exempt and non-exempt to ensure employees of specific position titles are 
compensated according to their duties and to reflect CFR requirements of said duties: and 

r 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 20 I 0 through 2012. Housekeeping was the only department wherein 16 employees 
worked more than 2,500 hours in at least one of the three years. Of the 16 employees. four 
employees 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 GMIIA policies and procedures. 
approved. and substantiated. However. 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 II was compensated an average of $44K annually and worked an average of 1.605 
hours or $25K in overtime. In addition, the Housekeeper ll's 3,000-plus hours ranged from 61% 
to 115% more than the average hours of other Housekeeper !Is who worked those same years. 

Further, one Housekeeping Supervisor worked a total of 4,306 hours or 83 hours every week in 
CY 20 I 0. 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 20 I 0. lf a Housekeeping employee is on annual leave, sick 
leave. or not at work for any reason, the Housekeeping Supervisor will seek out replacements. If 
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 $!15K in overtime over the three-year period. Had 
GMHA formally adopted their Safe Hours of Work policy. a portion of$Il5K 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 

POSI fiON 111 LE DATA 2010 2011 2012 lO"IAL 

ANNUAL HOURS WORKED 3.969 2,941 3.640 10.550 

IIOUSIKFEPFR II BASE SALARY $ 19.800 $ 22.486 $ 22.486 $ 64,772 
--------

f--$46,745 
-

WAGES. TIPS s 38.076 $ 48.163 $ 132,984 

I 

ANNUAL HOURS WORKED 3,6R4 1.195 4,879 

HOUSEKEEPER I BASE SALARY $ 18,916 $ 21.384 $ 21.384 $ 61.684 

I WAGES. TIPS $ 44261 $ 28,453 $ 3.290 $ 76.004 

i ANNUi\L HOURS WORKED 3.443 3.067 3.590 10.101 

! LAUNDRY MANAGER BASE SALARY $ 31.418 $ 32.517 $ 32.517 $ %.452 
I - --~------ 1------------ -------

WAGES. TIPS $ 55.744 $ 49,813 $ 58,766 $ 164,323 
r--- . 

ANNUAL HOURS WORKED 4306 3,266 3.598 11.169 

HtlUSU<EFPING SUPERVISOR BASE SALARY $ 32,228 $ 36,816 $ 36.816 $ 105,860 

WAGES. TIPS $ 65,880 s 57j08 $ 64.465 $ 187,853 

I ANNUAL HOURS WORKED 3.037 2.604 3.382 9.023 

IIOliSEKFEPER I BASE SALARY $ 16.079 $ 19,800 $ 19.800 $ 55,679 

/WAGES, TIPS $ 26.913 $ 30)W3 $ 39,360 $ 97.076 

t-rc;·IAL ANNUAL HOURS WORKED 
--

1----- 18.438 !3,073 14.210 45.722 
--------··-·----·------ -----

TOTAL BASE SALARY $ 118,441 $ 133.003 $133,003 $ 384.447 
1--::-:--······------·-·--···--·---------·--·----------·-------- ---------·---------- -------------- -------,- ----------------

TOTAL WAGES. TIPS $ 239,544 $ 204,6:"4 $214,042 $ 658,240 

*Annual Hours \Vorked is based suldy on straight-time hours, overtime hours, and double time hours I ---------------------

According to the Chief of Environmental Services. Housekeeping overtime and additional straight­
time was needed due to: 
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J;- Significant efforts to achieve the Joint Commission's Accreditation in April20l0: 
);.- Staffing level required for a 24-hour operations controlled by GMHA Infection Control 

standards, Nursing Division recommendations. and State and Federal Regulatory 
requirements. which include the Joint Commission and Centers for Medicare and Medicaid 
servtces: 

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

J;- Employee coverage for staff on annual and sick leave. 

Based on our review of overtime and additional straight-time justifications f(Jr the pay period 
ended July 30. 20 I I. we found that there were six vacancies within the department and several 
Housekeeping employees were on annual leave, 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 from 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 Safe Hours of Work policy to ensure that the employee's work is 
performed in a safe manner. Should this policy be f(lrmally adopted: 

I. 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 employee 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 bead, and/or division managers, and in cases where 
excessive hours of work are necessary because of weather conditions, necessary seasonal 
activities. or emergencies. Writt~n 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 four Housekeeping employees worked beyond 
3.000 hours. However. there was written documentation 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 Respiratory Department and Delivery 
Rooms. 

Currently, GMHA Payroll generates bi-weekly and quarterly reports of employees who are paid 
more than 25% of their scheduled hours. The bi-weekly reports are forwarded to the CFO for 
review. The quarterly repmis are f(mvarded to the Department Managers to provide a justification 
fc)r excessive compensation. Further, Payroll prepares daily and weekly reports on employee work 
hours f(Jr review and correction or justification by the employee's department manager. For 
example. the daily report will identify employees 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 eight Nursing units. The common concern 
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 
justitlcation 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-time and 
five part-time employees left. See Table 6 for details. Based on our review between CY 20 I 0 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 

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 
l ,304 individuals who received less than $1 OOK. 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 years. 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 comrensation of an employee exceeds an established threshold. such as 25%. We 
tound 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 
l 00%. Furthermore. we found that there are opportunities for part-time employees to earn excess 
compensation. especially in overtime. 

Part-Time Employees 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 tound that these GMHA part-time employees earned an average of 120% over their base 
pay. These part-time employees earned 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 years. 

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 MedicaVSurgical StaJTNurse 11 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 full-time status. See Table 7 for 
details. Refer to Appendix 8 tor 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 

. BASE WAGES, . %OVER \CTP\L 
DEPARTMENT POSITION C\I;ENDAR S\LARV TIPS VARIANCE BASE HOl'RS 

TITLE HAR IAJ JBI JB-AJ~Jq JC-AJ~JOJ WORKED 

I I HOSPITAl f.--- "010 26 771 I 87 774 _61_00_1 ________ -2_8_.,_--+ I 811 i 
1 PHARMACY PH AR. MACIS .. T 1 2011 -i-~2"6~. 7~7l:..___.f---':92e,:.4:CI'!-3 --f~-"!6~5.co64":"0~-f--~2:;c45'.;'%'' -+----'-"!-"'-----

! . . ,-----2012____ 26}73 I 84J83 S7AIO 214%-
f---...~-----------+---l=~~=l=~"'=~~~~~~~~=*~;;,g,= 

TOTAL 264371 

--
1.8% 
1,729 

1,815 
1.714 
1.762 

EMERGENCY ROOM 
2 
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We also analyzed part-time employees who were compensated more than $50K and found that 
they included Anesthesiologists, Hospital Pharmacists and Staff Nurse ll's from Emergency 
Room, lCU/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 25% over their base 
pay, we found that these full-time employees earned an average of 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 employees, 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 
II mentioned in the prior section. 'Ibis individual was compensated over 100% in at least two of 
the years under review and worked an average of 3,517 hours annually. See Table 8 for details. 
Refer to Appendix I 0 for 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 

!CU/CCU 

!Cl1/CCl 1 

FMFR(iFNC'{ 
ROOM 

EMt:RUENCY 
R()(JM 

STAFF NURSE 
II 

STAFF NURSE 
II 

STAFF NURSE 
II 

STAFF NlJRSF 
II 
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FACILITIES ENGINEER 
MAINTENANCE SUPERVISOR 

Manual Inputting Resulted in Nominal Errors 
Of the compensation controls tested tor 28 individuals \Vith 737 transactions totaling $1 09K. and 
unlike our previous audit of GMHA individuals compensated over $1 OOK, 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 of three tested 
transactions with deficiencies totaling $(86) or -0.08% of the $1 09K. 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."2 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 manual 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 to nurses and other healthcare professionals who have a national or 
Guam Board certification. and are practicing in their area of certification. It is calculated at 15% 
of base rate. We found that the GMHA payroll system does not automatically calculate the 
premium tor 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 inputted for an 
Emergency Room Staff Nurse II 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 (I Yz) times the regular 
straight time rate of the nurse or any employee who is responsible tor 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. 20 II, an 
Emergency Room Staff Nurse II worked 25 hours. but claimed 32 hours of weekend pay or seven 

2 GMHA Administration Policy 6440-10 Policy IV (A)(I) 
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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 resulted 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 payroll reports are generated on a bi-weekly basis upon 
completion ofthe 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 certitication 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 for 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 relative to GMHA Compensation Controls 
over $1 OOK. 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% ofGMHA'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 $1 OOK. 
questioned costs were due to the f(JIIowing: I) $71 K 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 $1 OOK, except for: 

:r $9K in overtime compensated to exempt employees: 
:r $31 K in additional straight-time compensated to an exempt Supervisor: and 
:r $(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 $1 OOK 
in contrast to employees compensated above $1 OOK, especially tor Physicians. Based on our review. 
the risk of excessive compensation. errors, misreporting, and abuse are higher for those over $1 OOK. 

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 thm 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 lor exempt employees. 

Although GMHA generally has effective controls in place for employees compensated below $1 OOK, 
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 deticiencies, 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" trom overtime compensation: and 
3. Formally adopt a Sale Hours of Work Policy to ensure the safety of patients and employees. 

As previously recommended in OPA Report No. 12-04, GMHA Compensation Controls. we 
recommend the GMHA Director automate of certification and weekend pay within its payroll system 
to automatically calculate certitication 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 drat\ was transmitted to GMHA on November 8. 2013 for their official response. We met with 
GMHA ollicials in November 19. 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: 

I. 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 Managemem exempt employees: an Inventory Management 
Officer and Hospital Property and Management Ofticer. 

2. GMHA does not have an approved ··safe Hours of Work policy". However, a Safe Hours 
of Work policy was drafted and posted on GMHA's website. which was later removed. 
We recommend implementation of a Safe Hours of Work policy to ensure the safety of 
patients and employees. 

3. Due to N·rr Data's software limitations, GMHA cannot make the changes for automating 
certification and weekend pay. 

See Appendix 10 for GMHA's management response. 

The legislation creating the Office of Public Accountability requires agencies to prepare a 
corrective action plan to 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 stall' and management ofGMHA. 

OFFICE OF PUBLIC ACCOUNTABILITY 

J/l;~~ 
Doris Flores Brooks. CPA. CGFM 
Public Auditor 
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Appendix 1: 

Classification of Monetary Amounts 

. ··· .. · ........ · .. ·.···· .. ... 
. ... ,· .. 

. [ Questioned I ··. 

• •• ••••••• •••••••••••••• •••• •••• •• 

Finding Area ·. . . 

····· 

.·· . . .. .·. · .... ·· · . Costs 

1 _Qy_!!rtim e and _S trl!i_g_J.l~:!il!l_"XIIY_1-_!f_(l rd~~-!~ Ex em p!__l<:m ploy ees I 
f--·--

Overtime compensated to two exempt employees I i 
·------' 

Inventory Management Officer compensated 124 overtime hours $ 3,279 

I Hospital Property Management Officer compensated 262 overtime hours $ 5.548 

I $ 8.827 ---------------------------------

I 
Additional straight-time compensated to Facilities Maintenance Engineer 
Supervisor $ 30,9073 

----·-1--------

2 Errors in Weekend and Certification Pay 
Weekend Hours did not Match 

Emergency Room Staff Nurse II claimed an overage of seven hours $ 78 

1--
Hospital Pharmacjst cl~~rned a shortag_()_!_l.f~Lg!tt hou!:s __________________ $ ( 161) 

-
Certification P~5_lrtag_e ____________________ $ (3) 

-----------------~-----------------

1r---- $ (86) 
----------~-- -------------------------------

-------------------"·"·---"~----

Totals $ 39,648 

'Of the $30.907 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 of2 

Objectives, Scope, Methodology, and Prior Audit Coverage 

The objectives of this audit were to detennine: 
(I) 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 $1 OOK. 

The period of review was from January I. 20 I 0 through December 31. 2012. The audit scope 
encompassed a review of compensation received by all 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 GMHA personnel compensation during January I. 2010 through December 31. 2012. We 
interviewed the Chief Financial Officer. Personnel Services Administrator. Payroll Supervisor. various 
unit timekeepers, DOA Chief Payroll Supervisor. and DOL Wage & Hour Division Administrator. 
The audit was conducted mainly at the Guam Memorial Hospital in Tamuning. 

To accomplish our objective. we performed the following: 
(I) Conducted walk-through of specific units and interviews with key personnel. 
(2) Analyzed payroll data and accomplished the following: 

a. Identified individuals and positions that received the highest compensation; 
b. Determined whether personnel received pay in accordance with established rules and 

regulations and contracts; 
c. Determined individuals and positions that received significantly higher compensation 

in comparison to their base pay: and 
d. Detennined the composition of pay that contributed to actual pay being significantly 

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

a. Timekeeping records maintained by GMHA. including schedules. manual and 
electronic timesheets. and overtime justification forms: 

b. GMHA Employee Paycheck History: 
c. GMHA Personnel Rules & Regulations; and 
d. GMIIA Salaries Reports for actual hours worked. 

( 4) Randomly selected two pay periods during calendar years 20 II and 2012: July 30, 20 II and 
December 15. 2012. The tests were conducted to determine whether internal controls were 
sufficient to ensure proper processing of GMIIA compensation for individuals receiving less 
than $lOOK in pay. During the period under review, we selected 28 individuals. of which three 
were the highest compensated individuals during the three years. I 0 worked the most hours 
annually. and 12 were compensated in excess of I 00% over base pay. and judgmentally 
selected three employees mentioned in the ··Whistlcblower Complaint"" with the highest total 
hours worked. 

(5) We stratilied the hours worked and percentages over base pay to determine thresholds. We 
reviewed payroll and timekeeping documents as part of our testing. as wells as the f(Jiiowing: 

- 21 -



Appendix 2: Page 2 of2 

Objectives, Scope, Methodology, and Prior Audit Coverage 

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, 

overtime. 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 type of pay as inputted into the AS400 
system. 

We conducted this performance audit in accordance with the standards for performance audits 
contained in Government Auditing Standard~. issued 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 tor our 
findings and conclusions based on our objectives. 

Prior Audit Coverage 
We did not identify any findings within GMHA 's financial audit during fiscal years 20 I 0 through 2012 
relative to the compensation. payroll and timekeeping ofGMHA personnel. However. we did identify 
two prior audits: OPA Report No. 12-04. 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 $1 OOK annually. There was weak management oversight as thresholds were 
not established. the Safe Hours of Work policy was not enforced, and timekeeping and payroll controls 
were not implemented. This was particularly prevalent f(lr 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 years 2009 through 
20 II without review and authorization, which can be potentially 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, LLP) 

Eide Bailly conducted an operational analysis of the hospital in order to assess the opportunity to 
improve long-term financial pert(Jrmance. 
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DEPARTMENT <JF AMNJSTAA 1100 
rtHPA TTA.W:NTON A T!!I£NESTRA$f0!VJ 

00t£CiOR'S ~E _,._ 
~ ...., •. _ -~ - Ollbl Sox 1184 • HiJ9-. ~ 911!13;1 

TEL (671) 415-1 tfJ1f1250., FAX,' (6?1]4174'3'1'8® 

~~ntt AUG 0 4 2005 

DEPARTMENT OF ADMINISTRATION ORGANIZATION CIRCULAR NO. 05.022 

To: AU Line Agency and Department Heads 

From: Director, Departi'Tient of Administration 

Subj6ct: Application ol the New Rules of the U. S Department ol labor 
Re: Fair labor Standa<ds Act !FLSA) 

lluenas yan Hafa Ada!' Ellectlve AUQuS! 23, 2004, the U. S. Oep..nment ol Labor 
impleme-nted new provisions for the application of bona hda ex-empt positions 1n the 
e-xecutive, administrative, professional and other categories, The exemption of these 
positions re$tricts overtime and compensatory time ,off for employees occupying those 
positions. The Govemcr's Executive Order 2005-28 which takes e1foct on August 23, 
2004, hsts aU bona Hde exempt positiO!'t$ in the line agefieies of the Executive Branch of the 
government of Guam, and is inctud&d as an attachment to this CirculaL 

The purpose of this Circufar is to explain the g(}neral mechanics by whtch thE! new rules 
under the Fair Labor Standards Act. as amended, wilt be applied to employ~ 1n tOO 
affected categories within the government, The fottowing definitions for an exempt 
categones of positions are pr-ovided below for your guidance: 

1. Exee:utive Exemption. To quahfy for this exemption, ail oi the fo\towing tests 
must be met: 

• Ttt.e employee must be compensated on a ~~ at a rate not Ius than 
$455 per week: 

• The employee's primary duty must be managing the enterprise, or managing 
a customarily recognized department or suhdwisioo of the enterprise; 

The ernp!oyee must customarify and reguiarfy direct th:e work of at feast two 
or mare other fufHjme ernpfoy6es or their equivalent; and 

H1e employee must have- the authonry to hire of fire oH'!t1r empk>yee:s, of the 
employee's suggestions and recommendations as to the hirmg, firing, 
advancement. promotion or any other change of status of other emp!oyees 
must Off 'QiV&n partJt:u!ar WtHght, 
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2. Administrative Exemption. To qualify lor the admmrstranve employee exemptron, 
all ol the following tests must be met: 

• The omployee must be compensated on a niNY or fill! baS!J at a rate not less 
than $455 par week; 

The employee's primary duty must bo tho performance of ollie!! or non manual 
work directly related to the management or general busmeu eperatrons of the 
employer or the employer's customers; and 

• The employee's primary duty includes the exercise of drscretu:m and 
independent JUdgment with respact to matters of srgnificance. 

3. Professional Exemptioo. There are four eategon~~>s ol pro!ossionels for nampt1on 
purpose$. 

A. Learood Proft!!ilonal Extmotloo; To qualify lor the !earned profeu1onal 
employee exemption, all of the following tests must be met: 

The employee must be compensated on a UWY.J!! too baSIS at a rate 
not less than $455 per wee<; 

The employee· s primary duly must be the performance ol work 
reqUiring advanced knowledge. defin<i!d as worlc which is predominantly 
mtellectual in character and Which mcludes work requrring the 
consistent exerc1se of discretion 1111d Judgm<~nt; 

The advanced knowledge must ba in a field of science or learnmg; and 

• The advanced knowledge must be customaHly acqwred by a prolonged 
course ol specialized intellectual instruchon 

a. Cteathre Prolmlwml ExemPt) on; i 0 qualify lor tho creatiV<! professronal 
exemption, all of the followmg tests must bo met: 

Tho employee must oe compensated on a HW:Y .m:J..UJlJWJi at a rate 
not less than $455 per week; 

The employee's primary duty must be the performance of work 
requrnng .nventron, Imagination. originality or talent m a racogmzed f1eld 
of artiStiC or cn!'ative endeavor. 
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C. jeaqDer$. Teachers are exempt 1f their primary duty is teaching, tutoring. 
in1tructing or lecturing in tne activity of imparting knowledge, and if they are 
employed and engaged in this activity as a teacher 1n an educational 
establishment, Exempt teachers include, but are not hmtted to, regular 
academiC teachers; kindergarten or nursery school teachers. teachers of gifted 
or disabled chrldren; teachers of skilled end sami·skilled trades and 
occupations; teachers en9aged in automobile dflving rnstructoon; aircraft flight 
instructors; home economics teachers; and vocal or tnstrument must teachers. 
The salary and salary basis requorements do not aWfv to bona f!da teachers. 

0. Practice of law or Medicine. An employee holding a valid license or 
certificate permitting the practice of law or medicine is exempt if the employee 
is actually engaged in such a practice. An employee who holds the requisite 
academic degree lor the general practice of madictne is also exempt of he or 
she is engaged on an internship or resident program lor tho profession. The 
salary and salary basis requtraments de not apply to bofiS fide prnctitlonera of 
law or medicine. 

4. Highly Compensated Employees. Highly compensated employees performing 
o!lice or non·manua\ work and paid total annual compensetlon of $100,000 or more 
(which must include at least $455 per week paod on a salary or fee basis! are exempt 
lrom the Fair labor Standards Act !FLSAi if the employee's primary duty includas 
parformmg office or non-manual work; and if they customarily and regularly perform 
at least one of the duties of an exempt executive, administrative or professional 
employee identified tn the standard tests described above. 

5. Computer Employees Exemption. To qualify for the computer employee exemption. 
the following tests mU!ll be met 

• The employee must be compensated either on a salary or fee baaie at a 
rate not leu than $455 per-k or, if comp&nsated on an hourly basis. 
at a rate not less than $27.63 an hour; 

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

• The employee's pflmary duty must constsl of: 

A The application of systems analysis techniques and procedures. 
lflcludtng consulting with users, to determine hardware. software or system 
functoonal speaf\cations: 
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a The des;gn, development, documentation, analySIS, creation. testing or 
mod!llc!:rtton of computer systems or programs. inctud•ng protOtype$. based 
on and related to user or system design specif!Ca!iOns; 

C The design, doeumenlatJOn. testing. Cfll!OIJOn Of modffica!lon of computer 
programs relalad to machine operating systems: or 

D A combmation of the aforementiOned dultes. the petformance of whiCh 
requires the same level of skills. 

For mformatron purposes, the ex~~~nptloos provided by the FlSA and defined'" the fOfegotng 
paragraphs, do not apply to police offan. detec!Nes. deputy sheriffs. stare troopers. highway 
patrol officers. tnvest<9ator11, mspec~or., oorr!!clionat offlcefli, parole or proba!lon offiCer., park 
rangers. f~e fighter.. paramedics, emargency medica! technielans. ambulance per.onnel. -
wor~<ers. hazardous materials workers lind similar employees. regard!ua of rank or pay level, 
who perform work such as preventing, controlling or extinguishing fires of any type: rescu1ng fire, 
cr1me or accident vielims: preventing or detecting crimes, cooductlng inllfil!gatlons or 
lflspect!ons fOf viola!lons of law. perlOfrtlmg surveillance, p!J!'lrulng, r•strl!lll'llng and appr•hendmg 
suspe<:.'ll.l, detaining or oupervis.ng swpected and convicted criminals. Including those on 
orot>abon or parole; inti!Mewmg Wilnal>li$S; mterrngatlng and fing<ltprint!l'lg sll$pecis; preparing 
•nvost•grive reports: or otlwr similar WOtl< 

Ad<lUional!y. the FLSA provides mmimum standards that may ba exceeded, but cannot ba 
waf\fed or reduced Employers must comply, for example, W!lh any Federal, State or muoJc!pal 
laW!I, ragulations or ordinances estitblklhing a hll)her mmrmum wa9<1 or lowar maximum 
workwuk tnan those established unde1 the FLSA. Similarly, employers may. 011 their own 
•M•a!lve or under a collective bargalmng agreement. provide a h•gher wage, shOf!er worl<waek, 
or higher over11me premium than provided under the FLSA. Whrlil collective bargaming 
agreements canoot warve or reduce FLSA protectu:ms. notnrng 11'1 the FLSA or ttw Code ol 
Federal Regvla!loos (CFR), Part 541. rell&Ves emplOyers from their contracted obligations under 
s.uch bargaln!l'lg agreement 

"Salary Basts' moans that an ~~~npfoyea rs paid under h•s employment agreement (for 
government of Guam employees. the ~~~nployment agreement IS their Pe1110nool Action) 1! he/She 
regularly raceiv<ls each pay period, on a weekly, b'"weekly. seml,monthly. monthly or annually. 
a pnHletermined amount constrtubng all or pan of his compensation. which amount "' not 
sub;ect to reductrOfl bacauso of vanatlons m the number of hours worked or m the quant!ly or 
oua!rty of the wori< perfOfrtled during the pay penod. 

Factors for detem11mng "Pnmttry Duty" of an employaa rnciOde 

The rellltMY mportanca of the exempt duties as compare<! w~h other types of 
dulres 

2 The amount of t•me spent periormmg ex~~~npt work 
3 The employee's relative freedom from dwec! supefVIslon. 
4 The refatJOnsh•P between employee's salary and the wag<~s p<ud to other 

employeas for the same ktnd o! nof'H!XI!lnpt work 
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In time of ~J19Jli!. exempt employees wiil not lose !he exemption by performing work of 
a normally non.exempt n!llure becatnle of the eXIstence of 31'1 emergency, Thus. when 
emergenc~s rilflse that threaten the safety of employees, " cesoation of opera!lons or serious 
damage to the employer's property, any wor~ performed in an effort to prevent such results os 
considered exempt worl<. Hence. exempt employees called In for emergency wort< will not oo 
entitled to overtime or compeMatory time off 

For purpooes of Pyl!!!e A!!ll!W!:tlability. 29 CFR S&ctlon 541 710 provide$ that exempt 
employe<~s of a public agency shall not oo di!lquallfl~ frnm exempt1on on the basis that •uch 
employe<~ Is pa1d aooordmg to a pay system ""tablish~ by statute, ordinance or regutat1on, or 
by a pol1cy or practiC<!! es!lllbllsh~ purouant to principles of publiC accountability, under which 
the employee accrues persor,a! leave and sick leave and which requ1r<Mi !he public agency 
employee·s pllly to be reduced or such employee to oo placed on leave without pay for absences 
for peroonal reasons or ooca!Jse of lliness or injur1 of less than one work day when accru~ 
leave is not used by the employee l!ecau,;e 

1. Pennission for i!ll usa has not b~>en sought, or has beOn SO!JQht and deni~; 
2 At:<:rued leave has l:>Nn exhaust~: 
3. The employE~~> choo~~<~s to u!le leave wtthou! pay, 

Pay docking for budget reqUJrl'!d furlough does not d1squalllly the employee from being paid on 
a salary b!ISill, except m the work-W!lek in which furlough occurs and lor which the employN's 
pay IS accordingly reduced. 

Addittonaly under public accounllllbtlify. employers. wtthout affectlflii employNs' exempt slllltus, 
may lake d~ucliona frnm accru~ leave accounts: may require exempt employe&s to record 
and tree!< hours: may require exempt employees !o wert< speclfl~ schedule; and may implement 
licroos-the-ooard changes in schedule under certain circumstances 

The above guidance Is taken out of the U S. Department of Labor Final Role on 29 CFR 541 
The impaot of FLSA on management responsibility 1S minimal. The basic responslblliiy of 
manager!> and supervl!lor!l to eltecbvely manage and control the work of !he agency/department. 
and to make efflcrent use of money and m~Jnpower resources towards !his end, rs rn no way 
alter~ by FLSA. Managers will continuo to ensure that work is perform~ by employees when 
they need and want it perform~, and equally they must also ensure that work is not perfor~ 
when 11 111 not needed and when they do not wMt >l performed f'LSA gives special emphaSIS 
to !h1s continulflii rl!lsponsiblllty. In ~dillon. management cannot accept the benefits of a non­
exempt employee's werl< without compensating the employee for that work. No worl< Will be 
ordered to a non...,xempt employN outside the normal work houro without a clear 1ndication of 
approval by the manager or supervrsor for overtrme or compensatory time off If the employee 
hils performed work ov<~~r 40 houro a week 

As explained aoove, virtually all benefit" previously allowed for exempt nmptoyees, e.g., abllence 
of less than 8 hour$ rnay noll!<! docked from an employN's pay, no requirement to clock on or 
out durmg the work day, are no longer authonzed under the new revi!lnd rules. The 20% of non­
exempt dut1es performed oy exempt employees, which makes those employees elig1ble lor 
overtrme or compensatory t!ffie, tf they worK over 40 hours during the workweek. no longer 
applies Therefore, !he form which records the 20% non.<!fxempt hours worked by exempt 
employees. to determine e!Jgtblll!y for overt1melcompensa!ory time off. WII no iong<:~r be f<l!luir~ 
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to be subrl11!!ed to thtl Human Ruoure<~s Df\11Sl¢fl lor approval Exempt emplOyees are oot 
entrt!OO to owrtrme pay or compensatory trme oil 

Excep\IDn'> to !he exemptrons Wlil be appropnalely commufl!catoo to toe respecllve 
departmamsiagencHH This Cncu!at rs not rn1£100ed to be al! mclusNe. tlleretme. 1'1<1 
Department of Mmlf!"'tratron an<! IIlli CMI Servrce Commrss- Will coru:luct spec~al onenlall<ms 
tor ali mlltlagers. supervisors an<! affectOO employees. Thrs onentall<m Wli be CO(jf(jinaled wah 
the Department of A<lmmistratlon T rainr"lllln<l Oevt~k>pmant Owiston and the sche<lule Will be 
announced by that offiCe Department/Agency heads are reqU!l:!lted to allow lor rnax1mum 
partrcrpallOn ol affected employ- at thlll onenlall<m. 

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

Lastly. we hope tfll£1 informatron provided above wrH glvtl yoo ll ~l>etll uooerstan<li"ll of hOw 
exempttons were determrnoo lor !heS£~ emp1~ (l(;CUpyi"ll poaa1011s rn executrve. 
adminisha!llle, profesoiooalaoo otfller categories. If yoo hl!lve any questions concerni"ll t!lrs 
matter. you may contact the 0Msion of Personooi Manage,rynt at475- 1131 or 47&-1265 

i~:.p~J 
Attachment 

ce ExecutlVI! Drrectot. Crvd SaMee Cemm1ssron 
OOAChrooo 
EMR Ct>rooo 
EMR FLSA File 
C!asslftcat!on Branch 
~:.:..£_..., .. " 

CGMART!NEZ cgm 
9!8104 
FLSA NEW REV RULES CIR 
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ISI.ANO OF GUAM 
0Ff"ft::~: OF TH£ GO\Iftf{NOft 

h.t.e,\YilA. C.VAM 1l$~3l 
U tlLA 

tthLA'rtVl\ -~ 0 1Wr11lil'tNJN(; TlU! POSrtJO.NS .LXEM!1Tt£b It\' tnr; 
FAH{ LAUO!l -"'TANtiARJlS A(:f- PHOM 1\UNtM(;,'\f WAG£ AND 
OVl.:iH'l\111: PJtO\'l~IONS ANV ll£.D¥.SlGNA'fiNG lfONAftJlJ£ 
l',XRC!Yf!V~, AI>MINlb"''lt<TIVll ANI> I'ROFI!.._<ilONAI, CA1ltGORmS 
llftY.VfOUSL\' fni':S'lONATEf) ltY EXRCU1l\1l: ORf)I\R 11~n A 
l'OkU:V L\1: tu<ttJ!Al\' US1'i\lJUS.\11tb 'lO l»tCL..\lllt l':.'WLO'Yltl!;S 
Ot:t:tJl•VlNt; V.XF.Mt'l POSt't10NS lN£lJGl3Ui TO DK 
t'OMPitNSA'Hill' J'"OR QVJiR'nM£ HHliRS OR COMJ"t':N.'iA1URY 
TiM~ WORkJIJJ, ANO Dikfo:CTlN(~ fMMEHIA'rK tMftEM:t:NiA:ftON. 

Wtff:Rt<-AS. UH' gnvf'HIIW!!lt nf fttt~tm h.l~ pruiumiy tirdgmdrd h:.mJ:fhk f'J\Ne'lith¢, 

.v1HJ;t;filt1ilht-v 11nd pt~)f<.'Hlfm~tl po:.mdr11" kl tlof f'-X!'JV;:"(t:<t ftum Ill;¢ mmlmmn <;~.age nt!d fl\indm·-­
pn>ns>Hfi' r>l \!}!" I';Jir Lthut Snmd.m!t Ad; 

WHI'r'ktL,i.N, thf' MW n S, tvpMtfllt'h( uf L.J~)( l<t;kH, w!nch btn.!llk dl!:'-ffiYtl J\!Jf,\l$1 

; J Jill?( l.av.; '\;v'l1<Hi ,-,ud rr- ~t.:>flrtt~d tlvt d:HU<';t :tntl Mh.rt}' l"t.h fq· the c,.,-nmvt\ Mimh-uurathf' 
,t\kt j>1J'>ii:V<hitHJ \"l\l-\\thtt/'1, 

WHJ<:l{J\Mi, \h¥ tu:-w i'vkr;\! Rult\ Jtk!ut rww t:M:mphu(l cawg;.Alt\ w nwhtdv ()-l}fel 

t'w P;d-hi!H! < .tl"~iVWI<'4. t y:-, thr L.eJtt"'<d t'-rnfewh>nnh, Crt;.tt"'¥t l'wfUW!<Jtt4it; l'#l!l}hltitr 

Ptnk~H"iul~ Ar:nlrw:w l'r._,f,·~~tnauh ii!Ttf NUt'Mt\. tlwl 

WHFfU1AR, nH ;1!1•-'t'<'i•-+ 1Nd deprtl'llli:ellf-1 nf lhe f,fhtttm>ctJ:t! ut (datU 4!>! p;.;wttnt:d by 
ill< ••·1111 'lmnuftth: ntn.!ll;,·<·, ~dmHti:!l-tr;;t\HO, N p!nfe;MimtM f'~ttmpfK\f;, a~ ok':fif&\i IJ;, 29 (\J'dt 
vi Ftdnd lk!fHl!l!UHn,. i~;;d ~-H rtnd tJt'p-ldtiDNtl of t.-~bnr f•;l(;t S!Wt'll> !IA, iJ, C, fJ, ii. G, H. 1, 
J K f*iin<JI!, 

:'\OW' ntt::R.V:FUKH. t, U':UX ft. CAMACHO, by Viti!«' vt l}W ilttlntnty Y¢111-&} in 
•tw hy ;ho t"h:~:Am..: Act ,-,f fitnm, d<.J herrhy un.l!u tM tdlnwutjr: 

t:lle4-h~c \uyv.'<l 1.~ • • ~t"i!}-l, ltu"'f'lii)'h'~ i!t rmll .1UWhi1l!WU! \Jcl!anrncll!J JJ\il 
""·ho ,.,·.r.rpy htkr. lhWd :n .\tladlilltnt I heielf!, m; J\i:f by jn"ZI)j of fH!e 4, 

r;u:tu f \A!t· ;ol>d wbth ilffl de.f;l1{1i rtl> h.1,rm tide a:dil'tint>tYlt!'>t', ett'ttH/Vt' Jh.l/t>r 
thnft;;,>·.»uf l:~)~Jti\AH ;J! llK ~·.r'<ethuwn! n! Omtth, :Jtt.IJnhngl), Ah:Ul nr·t Hn:dve ~W0!!Htm }ny m 
'"t>~p".nS;:;h.<ry um.: br w,~;\•~g tn;.»i!" tk•n (t>dy ('101 l·,r>11ft :wr w&-k, 

Ht'>h ut JhHH1''fWJ<JJ. ,>:f:nldf""' i\ff :<:quHr.d (, ;dn•tll)' ,,;.d cldmt iJ0Jul htk 
""' 1Lh11 '""' <t<o:uth;; ar1(1fnl 1\1 \h,·H lj;t:fii.'!¢"9 .<ul t\ihfH\ \:, (~W \ "n,'i\ 

t·~;!Y<IHL rtt <!!' AJnww-,I!AmH ~hlli p'li•hk J:;_J.l.«i-Mh<: <H«x;rh ,, ,_~;_·'!'-Y1hld1L11 

,; H ',; "'~qq hCJ<h (>) dq>.HlftWll1\ di,f :t!);:t" ''l )"v iH>\'i<'!LYhl:d<>h .~(•<1 -"f'j'hc.t\W'' •-·~ 1h 

n bpH.:n f'L> nklf'\ h;lA'd <it\ :he fclos:! !UickHnc-' 
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Appendix 5: 

CY 2012 Compensation More than 50% Base Pay Page 1 of2 

4 As ofCY 201 L 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 of2 

PART-TIME EMPLO\EES • 

BASE WAGES, %0\ER 
DEPARTMENT POSITIONTilLE SAL\R\ TIPS \ARIAN(E BASE 

. IAI IBJ IB-AJ=i(( [C-Al=IDI 

~~ ~l'-'+-cP_R<:c::>G=-cR:cSScci:-:V:--E:-:(c-A:::-R:--E-U:cN:-:-ciT_(P_C_l_ll __ rS-:T:-:A:::-F-:F-:cN-:U:-:RccS-cE-l-:c-::--=-------+---l'-'l-".8"'3"-6+ 1 _____ 25.29]+------J1~46"'l-+----'l-'-14.:.•c:'--i 
I !0 PATIENT REG!STRATrON COLLECTION AGENT 9,362 I 19242 i 9,930 106°--~ 
"-f--~~~~~~~---····-··r------~~~~~~~~~j---~~~r-~~--+--~----- ----------

r---1:._7 +-E_M_E_R_G_E_N_C_r_· R_OC_lM ______ rS_T_A_F_F_N_u_·R_S_E_Il ________ -+ ___ 1 3_.7_6_7+-,"-"~2:~-~~-J IJ_. 7_3_6+ __ I_OO_' _ _,o--i 
18 I LABORATORY MED LAB TECHNICIAN Ill 7,648 J .. U61 i 7J 13 9J0,o 

--~~-r EMERGENCy ROOM -- """"""_" ____ "- --~~-:-:rA':-.i'-1::-_;_N=-·,-~U-:R_:_SE=-;--_:ri·:::--·=---c···=-·-_·_-_::-::-~----t----___:1_7=:.2-:0":-+---'3":3':..1_0_1 + I 5,892 --~---42°/0 

20 ipATIE>-JT REGISTRATION ------- ·cOLLECTION AGFNl 9,362 17.904 ---8·.·_-:-<4:-:2+----9-1-%--1 
(-'-[-------------········------ ------- --····-······-----------·-···-------+------+-----+---

21 ICU!CCU STAFF NURSE 11 19,963 36.260 16,297 82%. 
··-···-··-····----+-----'--+-----+---'--- ~------

LABORATORY MED LAB TECHNICI:\N Ill 7.M8 13,625 5,977 78ll--o 

PA Tl ENT AFfAIRS I cotLEC1·J(J'N-ACiENT~~~~---·------+----9--.3-6-2+---'16.:...4c.O_I +-- 7,040 7 5°-'0 
-j-----,-:-:-:-+--c:::--:-c:-+--.......,-~---"---·-

OPERATING RCX)M (SURUERY) STAFF NllRSF II 16,349 28,.:57 I 1,908 73~-o 
-----+-----+----1-------- ----····-

OP'='.RATING ROOM (SlJRliERY) I ST:\FF NURSE II 16,349 28,165 I 1.817 72°-{, 
=-t---~~~~~~~~--j~~~~~~------------------·-· 

E~·~~~(~~~-~~~~}'-'-~--- __ S_T_A_fF_N_U_R_S_E_II ________ +·-,·-..... -.. ~~.~~~.~-· _ _. ________ :..,5 .. _0_51-+---------+----'--! 10,429 71°---0 

PATIENT AFFAIRS COLLECTION MJENT 9,362 ISA-99 6,137 66(110 
-- .. "'""'·"·-······-· 

'8 LABORATORY MEDLABTECHNIC!AN !!I 7,645 12.655 j 
Ff------"·-----"""'" ····· ·······-·-··-···-r--,:c::-:=-:-==:---------r---- ···-··········· ... ··------t-----1 

29 N!Cli STAFF NURSE !I 16,349 26.797 

5.010 6M-o 

!---'--- ---·-····-·--·---·-------+-------------- r---
10 LABOR & DELIVERY STAFF NliRSE II 195163 32,464 

rc~r-------·----···--·-···-----------+------------- --------------

10,448 640,-(, 

12,506 ' 63%. 

31 i SUR(JlCAL ST AH NURSE II 15,41::8 24.646 c.lil DIETARY (I NCLLI OE CAFHER lA) --j---=-SP::'E'-Cc_.l-:A-:L-:Dc-I..:.ET-:--A::..S--Sl-:. _--_--_--_···_-_---·-::-.. j-~----------------'5.:.._c~=-=5_c:-3_-1_+1-:.-:.-:.-:.-:.~8-=-.7=:.8c:-8_--l+'---_-_-_-_-:_-'-_":~-_,;_-_-~--~--c::~ 
1 33 -~ <iuRGtC:AL·--· STAFF NURSE II ' 19,963 30,322 

9,158 59'?/0 

3,235 58% 

1o.3s9 1 

TOTAL · . . ·559A7J_ .•... · . 

E~·~t~~EE TOTAL %0\ER 
DEPARTMENT I Fl LL- PART- EMPLO\ EE I BASE SALARY I \\AGES, TIPS BASE 

' I TIME Tlll-11: COliN I Pc\ \ 

II SURGICAl 

it2_~f~IE~-~~fl~l~O~IA~L~\~·s~·ls~·--------------

1 11~ ~ ... LABORATORY 
, PATIENT RHiiSTRATION 

r---'-+-'-'-"' 
,_11_ ICU!CL~~:. ____ ---------------------f---_..::+--

16 Nlll 

2 

I 

TOTAL 19 33 
··-·--------------------L---~ 

- 33 -

2 I $ 

87,336 Ill ~/Q 

S2.667 59% 

16.349 $ h7.9J5 316% 
, .. ,.,~ 

28,179 $ 62,357 !21'%. 

... ~~ ... ~.~L .. $ 54Y69 55~1(1 

.... _, __ }}_;_505 $ 54,870 55'~--o 

22.442 $ 41,0--1-2 79% ... ,, ___ 
!S,723 $ 37.196 99°·0 

19,%3 $ 

16.349 $ 

1,123}164 s 

52%, 



I 
Appendix 6: I 
CY 2011 Compensation More than 50% Base Pay Pagel of2 

I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

- 34-

I 



I 
I Appendix 6: 

I 
CY 2011 Compensation More than 50% Base Pay Page 2 of2 

I 
I 
I 
I 
I 
I 

EMnOYEE 
COl NT ro1 AL %OVER 

I DEPARTMENT i EMPLOYEE I BASE SAL\R\ I WAGES, liPS BASE 
I I fl:LL- PART- ( Ot NT PA \ 
' liME TIME 

I 
I 
I 
I 

t 
;- OPERAllNG.' ROOM (SURGERY) 63% 

3 I ABOR & DELIVER\ 74% 

l HOUSEKH:PJNG 60% 

I- -.;--:5UR(i!CAL 3 I 3 $ 51,794 $ 135.1 !7 161~/() 
t·----- ---- ·--PRCXJ-RSS!vE"C Ai{E"l.iN-1·-f{PC:li)·-"- 1 _" _____________ "i"T _______ " _________ i __ l$" ______ 79.6o3 s 12s,J 12 61%, 

r ; RfSPlRA'roRYCARf ··-·· L i' . :t ------Irs-- 53,768 I $ 93,016 73% 

: :~~RMA·z·v:·--------~ I -----~ r-----~r=====~~~fF~==~~rlr=~~~f~ . ::~,:, 
:~ ~~~~~~L/I~~~~·:!~:~A~~IERI_A>._ --==~~~~+1. ::::.~t::::: 411t$S~=-~476~,,?1l•4~;}s$$-- ;;~~ ~:~~ 

___!1_ ANESTHESIA _t· , _ 7 I 44,749 6)u.'(, 

]J REHAB SERVICES I I $ 24,376 $ 38.44R 58%. 

I 
l..f RADIOLOGY IMAGING SERVICES I I - 79~ro 

--------------------~-- ---t-------1------- -----~~~-t--.-~~-...,-.-,..-t-:--
15 PATIENT AFFAIRS - i I 68~-o 

$ 15,-1-70 $ 27).t4 

I i $ 9,362 $ 15,770 

16 PATIENT REGISTRATION I I $ 9,362 $ !4.573 56'}0 

I 
TOTAL 19 « 1 s 1,$97,#1 s :2,063',886 I 

I 
I 
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I 
I Appendix 7: 

I 
CY 2010 Compensation More than 50% Base Pay Page 2 of3 

HRT-TIME EMPLO\ EES 

I BASE \\AGES, , % OVER 
DEPARTMENT POSlllON rn LE S'!UR\ fiPS v,;~~~:~t BASE 

IAI 181 IC-AI~IDI 

, 1-_,l-t-''::.1E:.:.D""l"'C"-A"'l"JS'"'l"IR"'G"'l"'CccA"'l-------t-'S"'f-'-A-"F-'-F-'N"'l"JR::.S:.:.Ec:l"-l -------t-----16_1:49 66,868 ,0,5~0 

--"--4-~'2~RGENCY ROOM."--------I-'S'-'T:.:.A,F_cF_:N.::l:.:lR00S:.:'F~: 1-:_1______ --+----'1"'6,cc34"'9'-f--"'64"',"02'-'7'-f---"4"7,c;.67:.c9'-f--2"'9"'2""%· 

f--'3'-fi_l,_,'F'-'.L"-F-'P.:cR:cC:clG:.:R,S"'S'-IV:cFc.: C:c'A=R;c.E.:oU=NI'c.:f(f~eP:cC-"l!-'-l-t-'S-"'Tc.A'"F-'F-'N'-'l-"JR:o:S:.c'E_:.lc__ _______ t--·--_j_2_Y6_+---'4"500,0'-'1""3+-~J'-'2-'.4'-'J-'-7+--'2c:.58e_~c:''-j 
I 

f-'4'-f-'C-"JP_,Fc:.Rioc\,_,T_c!N.,_Ge!.'c:R"OO=M=(S:o'l:.:JR,C,_,,E'-'R'-'Y'-'l---t-'S-"lc:A'-'F_c'F_cN,_,l'-'lRocS"'F-'I"-1-------+---'1·6,_,!3c4C"9_ .l----~~~"-7,'-"2-'"'2'--t---'4"-0."8"73'--t--"'25:.:0:.:.'•"-io 

5 EMERGENCY R(X)M STAFF NURSE II _________ ]Sh~~.:.l +--7'-'0"", lc:lc:0+--4-'-9"",4'"7-'9+--'2'"4"0'!"'/{, 

f--'6'-f_:P_cH::.A:.:.R:.:.M::c·'C'\('-'Yc_ ________ -t_:H_clc:clS:.:P_ci1.:_.'-'A"L .,_P'-'H-"A-"R.c:M:-.A:oCc'lo:STc__ ___ +-__ , ___ }__~;]_7_}__!-------"8"-7.c.7.:.:74'--f---"6c.LcoOccO c_l -f-----"22=:8:.:~"-1' 
I 

f-'7-+--'L""A_,Bc:clc:lR,_&"'-'D'-'E"L""IYc_E:c'Ro.>.:_' ______ -f--Scc'Tc.A.:.:Fc.F_cN.::lc;!R:o:S:c·Ec:lc:_l ________ ~--- __ 20,651 65,301 ..W.650 

f---"8'-f__,D-:cl!cE.cT A=R_,.Y-'1 ,._JN,._C'-''L"l'-'!D"E'-'C'-''A"-F'"· EceTecEc:R"'IAc_l,___f-'F-'C::lO'"D"-"SE:c'Ro.\,_'l'-'CecEc-''N'-'.'O=R:oK!cE::R ___ -+---5',.(]:±?___ --------'1"-5 ·c.9.c45'-t---'I-""0'"-9"-'00'-t---"2'-'16:.:"'"--' 

9 _Q_IE~ AR Y (!NCU JOE CAFETERIA) --j-·C"-'I'-'X"-)'-'K-'I----------t--~5.,,"2?L. 16,518 II ,238 213%, 

1
-1(,,), 

. t-"O::_P,eEc:Rc_A-_:l.:.:IN-"1(-c_J:_:R.:cOc:cC)c:M.:.::c(S:cl::_!R'-'G"'Fcc.R'-'>-''l __ -+-'S._.'T.-..A-:_F.:_F.:.:N,.U::_R"S"'E-'I._l_______ 16,349 -l----"44=.3c.4._1 -f----"'2"-7'-',99.:C2'--f---'17._1C'~-{:,~ r----
i"L~" --~-~Q!~~,~.!:{~~Ql~~~!~---"- --"·----------1----~TAFF NURSE II 16,349_ t--- 43,260 26,912 

STAFF NURSE II 16343 42,435 26.092 160% 

165%. I 
I 

12 SURGICAL 

13 LABOR & DFLI VERY ___ .5:1'_A_f_F_ti_~-~~¥-~1 ·-------t---'l"-l,c:l.:.:l6'-t-.. --3~c49i>_ _ ___ __,_19e,· :.:18:::_0+-----'1'-'44-'''-''''-1 

_ _!_.±___ _ Dl ~T~8}~L!J::J.~~~~!!2f~-~!2.~~~}-~~!3}.~~L _______ !'Q?_~~_?_§.~.cY:_:IC'-''E~W.:.:·.:co::_R"'K"'E"-'R~---t--...c:.l·c.7:c83'-t--- K039+ __ .,:4cc.2"5"'6+---'l-'l"-2'co'~C-j 

15 N!Cll STAFF NU_R,,;[o!l_ __________ -t---'1"'6,c.34"'9'--f--.CJ::4.C'6:.71.. 18.322 112% 

16 I EMERGENCY ROOM STAFF NURSE II ..... _, ___ , ___ f----'-'16!c.3c:c4cc9+--''-''3!c.7cc6!c2+- ___ 1"7'-'.4-"13'-t-----1_(1_'7_':'• .. 

1-"-17--+l-'L"-A"'B"O"R"-A'-T'-'("lR.o.Y~--------t-'~'-'1"-Ef")-"L'AcB TECHN ICI'-'A'-'N-'1'-'11---+---'7-",64"· "-5 ~'f--__ l:_c4co.6:.:9c7 7.052 I 
1--'18'-t'~S:c'U:.:.R:.cG"'IC:c'C-'AOCL _________ --+_:S~T-'-A"FF N~~RS-E~~---- !4,628 I 27.526 --·;;:_899 I 8W% 

JY i EMERGENCY ROJM EMERGENCY R(X)M TECHNICIAN 7J)22 !3.208 6,186 88~/0 , ___ -------------------·-''-... ------t~==-'--"=~~"'-"'"-'-t--------- -------'~'-1--~"--f--~'-1 

-~~-- --~-~-~-~Q~~-~~'[--'R'-'00""'~'-'1------+"-s·'-'rAc_F'"F_Ne,l"-!"-RSecE"-'..1 -------- '"""---~~-'-~~--t---'2"'2,~5-"43'--t---'-9,c.9:.:72'-t ___ 7c_'~'<:.c'"--\ 
STAFF NURSE!! 16,349 29,274 12.925 79'J/o ' 

92'}0 

I 
I 
I 21 NICU ----------------

22 OPERATING ROOM (SURGERY) STAFFNURSEII ........ _,__ 16,349 27.191 i ___ 10,~.43, .. 

I STAFF NURSE II ------------------· 16,349 26,328 I __ _9.979_ 

------+---'I-'I"'.s"'J64 ___ l~~~Z~--- ------~-~-~.2~3-"-8 +--"sJ"~",'--1 
MED LAB TECHNICIAN Ill 7,645 II ,646 

~-~~ OPERATING ROOI'vf (SlJRGERYl 

i 24 TELE PROGRSS!VE CARE UN!T(PCUJ 

I 25 LA BORA TOR'{ 

STAFF NURSE I 

4.001 

I i TOTAL $ 349,256 S 918.292 

I 
I 
I 
I 
I 
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I 
I Appendix 8: 

CY 2010- 2012 Sample Employees' Percentage over Base Pay 

I (Part-Time) Page 1 of2 

I RR , RASE \\AGES, , , %0\F.R \CIVAL 
DEPARTMENT Cl ENf CALENDAR SALARY TIPS \ARt\N( E BASE Hot RS 

POSITION TITtE \EAR (A( [B( JB-AJ~Jq (C-A(~(D( WORKED 

I 2010 26,773 87,774 61,001 228% 1,811 
HOSPITAL -----------------

I PHARMACY 
PHARMACIST 2011 I 26,773 92,413 65/AO 245"'0 1.896 

------r--~~----------

2012 26.773 84.183 57.410 214°/0 1,729 

I TOTAL 264,371 

2010 20.65! 70.130 4YA79 24-fJ'}O I .815 

I EMERGENCY KOOM STAFF NURSE !I 201 I 21,374 64.44) 43,0?1 202% 1.714 
2 

2012 21.374 68,869 47,495 2220::~;;. 1,762 

T'OTAI 203.444 , 

I 
I 

2010 16,349 66Jl_~_ 50520 309% 2,231 
MEDIC' AU 

STAFF NURSE II 2.159 
SURGICAL 2011 16.349 61,991 45,642 279~/0 I 

3 ------------- t-
2012 16.349 6 7,935 5L586 3\6~·-0 ! 2316 

TOTAL 1%,795 

I 
I 

2010 9R.909 I 96283 (2,626} -JO .. ·o 1,499 

SllRU!CAL -l~~~:~.: l! RSE II 
2011 19,963 63.912 43,949 22(~/(, 871 

4 
2012 !9,963 30,322 10,359 52%, 894 

TOTAL 190518 

I 
2010 16349 04,027 47.679 292%, I 2,290 __ , __________ --

EMERGENCY ROOM STAFF NURSE II 2011 16.344 60.909 44,560 273°/0 I 2,169 
; 

2.118 2012 16,349 57571 -..1-1,222 252~-;;, , ___ , _____ ,_, ______ 

I 
I 

TOTAL 182,507 

2010 I6.J49 57222 t------:!2"-~2--? 250"/o 2,020 
OPERATING ROOM 

STAFF NURSE 11 440 
(SliRGERY) 2011 16.349 ___ , ___ 1}.:270 {4J)79) -25~/0 

6 
, ___ , ________ 

I 2012 16349 53,660 37.31\ 22X%, 2,008 
""'"i"-' 

TOTAL 123.152 

I 
I 

2010 12,576 45.01J 32.437 258"/0 I 1,962 

I PR.OGRSSIVE CARE '""""" ----
LIN!TiPCU) 

STAFF NURSE I i 2011 13,31_6 __ UU63 4.847 36uio 7')6 
7 

J 
-------------

2012 0°-'0 
T 
.L. TOTAl ..J 63,176 

I 
I 
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Appendix 8: 

CY 2010-2012 Sample Employees' Percentage over Base Pay 
(Part-Time) Page2of2 

Cl RRf'NT C\1 END\R 8\SE \\AGES, VARJ\NCE %OVER ACilAL 
DEPARIMENl POSillON. rilLE \nR' SALARV liPS IB AJ iCI BASE HOI RS 

IAI JBI JC-AJ=JOJ WORKED 
~- . . . . 

8 

DIETARY (INCLUDE 
CAFETERIA) 

DIETARY (INCLUDE 
CAFETERIA) 

C<X>K I 

FOOD SERVICE 
WORKER 

, > •• ······'•·,· '. 

I 1,238 213% 2.110 

2,087 
1---~20'-'1"'-0---!------!l!lo_I +---"'16"'.5c_,l8'-+--'-'-'~-+--~'-"'-+--=~ 

10,91? ..... ~~2QlL ___ f----~s:c.2.:c8,_1 +---~"'6"',2"'oo'-+--=~ 207~/o 

2012 5.281 16.332 I 1.052 209%. 

TOTAL 49.050 
. , ..... ····· .. · ... _ ... ' 

-2010 + 

~~~--+------- -----~------r---
()'l;O 

2011 

2012 

TOTAL 

'<'' 

2010 
20I I 

5,045 
------

5J)45 

-----------
3J83 

5A02 

14,457 

19,859 
.. 

· .. ,··. 

4.780 

357 7% 

9,412 187'\ .. 

· .. ·. .· .. _.· .. ·_· '·•' 

- (.)'}--;. 

9'17 26% 

2.103 

' . .· .. 

-

' 719 
' 

1.978 

.· .. ·· ... 
-

648 I 
DIETARY (INCLUDE 

10 CAFETERIA) 
FOOD SERVICE 

WORKER 
2012 3.783 

------
14.347 I 0,564 279'!-0 1,975 

TOTAL i 19,127 

·•.·'•· ······15 ...•... · ........ · ... ··.············••··.···· •' .•........... · .. ·.· 

I 
If-' _ _,20!0.'-"1 o ___ !-----'-+----'-+--- - ____ lee>'!-_,_,+------

DIETARY iiNCLUDE FOOD SERVICE ----- 669 
CAFETERIA) WORKER 1-l -~20!.'I.'.I_--JI--~3L.7'."8c.'.3 --I--------4,J!/,8.J--_------'1"'.0"'85'-i--------"29% 

-------------+------f--.:0:20;.:1;:;.2 --f--~-'3~.7~8~3 ~~~13'-".0~I84---.;:_9.;;o23;;;;5+--=-244=%+--l.-83_4_ 

II 

TOTAL 17.886 

-40-
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Appendix 9: 

CY 2010- 2012 Sample Employees' Percentage over Base Pay 
(Full-Time) Page I of3 

2 

3 

4 

7 

I 

( , , BASE: \\'AGES, , , %OVER AC rt AL 
DEI'ARTMENl l RRENT CALENDAR SALARY riPS \ARIANCE BASE fl()[ RS 

POSifiON liTLE YE\R lA I fBI IB-AI~I< I fC-AI~IDI WORKED 

IClJICCl' 

!CU/CCU 

EMERGENCY 
ROOM 

0 6 6 3,70. 317 lo
1 

2310 
STAFF NURSE ll f--~2=-(..:) 1_:_1 ~-+-1~64'--'-,l-'1'-4+~-'-97:.:,7..:9_:_0+~~_:_3_:3,_:_6 7_:-6_ _ _______ .:~~-~'0_+-1. __ 2_.3_0_6-1 

2012 64J 14 91,058 26,943 42%. 2,245 

TOTAL 282,553 

1 2010 68,681 87376 I 18Hi5 27"1o 1,944 
STAFF NURSE II ~---20_1_l~--f~~71_:_,l_JR-4+~-9-'l,'-'1'1-'3-+~~-2CCO,c.909-"-f------ 29";0 t--~-2,-,0:-1-::7-1 

f---=-:.:-'----+-::.:_:_+-_:___:...:.:._+------------------t--~--t--------! 

---~-----------------------1~=2=0=1 ~=' ==+==7=1=,0=8=4 +=9=8=.9=1=211===2 7=,8=2=8=1====3=9=~--=" +===2:.,, 1=44=91 
TOTAL 27S,281 I 

I 
2010 59,881 W}52 39,871 67'% 2,570 i 

STAFF NURSE 11 2011 59,881 86293 26,412 44°-{, 2236 

2012 59,881 i 80,398 20,517 34~'0 2,147 '" ,,,,,,, _______ -t--~~-------t====t====::===r====::f====i===~~==9 

EMERGENCY 
KOOM 

TOTAL 266,442 

j 2010 39,CI43 67,307 27.364 69"/o 2,737, 

I STAFF NURSE !I 2011 46,457 1)9,871 23,4\5 50~/;, I 2,563 
I f----"'-'-'---t---__:_::_:__:__+___:___:__:__:_+ --------------

i--~~~------------+-~---------~~f==2=0=1=2 ==+==4=6,=4=59==1====82=,5=0=2=1=====36=,=04=3=1======7=8="-=' +====2~,8=19=9 
TOTAL 219,680 

GENERAL 
ACCOUNTING 

SNlJ­
HOUSEKElPING 

GENERAL 
ACCOUNTING 

SUPVR 

HOSP ENVIRON 
svcs 

SIJPLRVISOR 

2010 

2011 

2012 

TOTAL 2o3,oo6 I 

TOTAL 187,853 1 

I 
GENERAL j f- _____ 2f_l 1_0_ -----f~~55 __ J __ 4_1 +~--6-'1 , __ 0 I __ O-+--------"--~'--~~-

IL
I --S~~~~~A~C~'L~'( __ l--L~:N~'l=IN __ U __ ~-------------- ACCOIJNTA_N __ -_r_ll-l i===~=~=:2=l ===j====;=~=:~=~:=f==:=:=::=~=~+=·=""=-·=--="l=,~l=-~=;-~-=·=-~~~~-1=~~u:-::=-l;::::=~--'=~--=:--~~ 

_ fOTAl 182.642 
"'"'" ""_" ____ _ 
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Appendix 9: 

CY 2010-2012 Sample Employees' Percentage over Base Pay 
(Full-Time) Page 2 of3 

HOUSEKEEPING 
10 

II COMMUNICATIONS 

PATIENT AFEAIRS 
I2 

13 

HOUSEKEEPING 
I4 

HOUSEKEEPING 

HOUSEKEEPER II 

TELEPHONE 
OPERATOR 

SUPERVISOR 

ACCOUNTING 
TECH 

SUPERVISOR 

HOUSEKEEPER I 

HOUSEKEEPER I 
Is I 

r---------·r--------- --·---~=====9=====F====F=====+=====+===~ 

HOUSEKEEPING HOUSEKEEPER I 
I6 
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Appendix 9: 

CY 2010-2012 Sample Employees' Percentage over Base Pay 
(Full-Time) Page3of3 

B\SE WAGES, , %OVER ACflAL 
DEPARTMENT CURRENl CUENDAR SALAR\ TIPS VARIANCE BASE llOlRS 

POSITION TITLE \EAR I \I IBI [B-AI~I( I [C-AI~IDI \\ORKED 

' -
!5~1~-~- 2:!69-SNll- DIETARY 

SPECIAL DIET I 20! 1 16,656 19,168 2,512 
7 ASST 

I 2012 17,697 21,503 3,805 22<:;/;, 2,240 

6 3 18 ' 2.87 

I ' TOTAL 60290 r __ _ I 
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Appendix 10: 

GMHA Management Response 

Ms 

Guam Memorial Hospital Authority 
Aturidat Espetat Mimuriat Guahan 

Put;h;:; AudAor 
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Appendix 11: 

Status of Audit Recommendations 

Amend classifications of exempt positions to reflect the 
1 CFR requirements of said duties and restrict positions Open 

considered "exempt" from overtime compensation; 

I 

I 2 
Restrict positions considered "exempt" from overtime 
compensation; 

Formally adopt the Safe Hours of Work Policy to ensure 
3 that the maximum hours of work is not exceeded and 

work is performed in a safe manner; and 

Automation of certification and weekend pay 

Open 

Open 

payroll system to automatically calculate certification 
pay for certified individuals and weekend pay for 

4 employees working between the hours of 12:00 midnight Open 
I on any Friday and 12:00 midnight of the following 

Sunday night. 

- 46-
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Please provide target 

I date and title of the 
official( s) responsible 
for implementing the 

I recommendation. 

Please provide target 

I date and title of the 
official( s) responsible 
for implementing the 

I recommendation. 

Please provide target 

I date and title of the 
official( s) responsible 
for implementing the 

I recommendation. 

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

To improve the public trust, 
we audit, assess, analyze, and make recommendations 

for accountability, transpan:ncy, 
effectiveness, efficiency, and economy of the government of Guam 

independently, impartially, and with integrity. 

Guam is the model for good governance in the Pacific. 

Independence 
Integrity 

Accountability Transparency 

,_ Call our HOTLINE at 47AUDIT (472-S348) 
,_ Visit out website at www.guamopa.org 
Y Call our office at 475-0390 
Y Fax our office at 472-7951 
Y Or visit us at Suite 401, DNA Building in Hagatfia; 

All information will be held in strict confidence. 

Impartiality 


