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Mission and Policy Statement 
 

 

Overview 
 
The Judiciary of Guam updated its long-range strategic plan in 2012.  “Our Way Forward,” the Judiciary’s 
2012-2015 Strategic Plan, identifies succession planning as a strategic priority in response to the age of 
the workforce and impending retirements in the next decade.  Implementing a Talent Management 
Program (TMP) is a high priority for the Judiciary.   
 
This document presents the Judiciary’s TMP, which will help the Judiciary: 
 

1. Anticipate and meet its future staffing needs by developing “internal talent pools”1 from which 
successors for critical positions2 may be selected, and 
 

2. Further develop, motivate, and retain its staff by providing eligible and interested staff with 
training, professional development, and career enhancement opportunities.   
 

In sum, the TMP will provide the Judiciary with (1) groups of qualified staff for critical positions helping 
to mitigate the adverse effects of key staff members retiring (or leaving the Judiciary for other reasons) 
in the coming years, and (2) a skilled workforce better able to serve the people of Guam. 
 
The policies and procedures, which are consistent with and complement the Government of Guam’s 
merit system, explain how the Judiciary’s TMP works.  They lay out how in Track 1, “high potential 
staff”3 can pursue additional training and development opportunities to help them become prepared to 
fill critical positions, and how eligible and interested high potential staff can enter Track 2 and pursue 
additional training, professional development, and career enhancement opportunities.   
 
 
 

                                                
1
 Groups of high performing and motivated staff who are being trained and developed so they are prepared and 

ready to fill key, critical positions. 
 
2
 Critical positions are defined as: (1) prominent leadership and management positions that will leave the Judiciary 

vulnerable when vacated; and (2) positions that require specialized knowledge, skills, and abilities and/or are hard 
to fill, yet cost-effective and prudent to develop internally.  The Judiciary’s list of critical positions is provided later 
in this document. 
 
3
 A generic definition of high potential staff – or internal talent – is as follows.  High potential staff: (a) are meeting 

or exceeding current job expectations and requirements – they are high performers and adhere to work rules; (b) 
have the abilities and talents to advance 2 or more levels in the organization; and (c) possess other key attributes/ 
characteristics that make them exceptional candidates for advancement such as they are eager to learn, are a 
team player, possess leadership qualities, are fully involved in/enthusiastic about their jobs/the Judiciary, and put 
in extra, discretionary effort into their work.  Specific high potential criteria for the Judiciary’s TMP are provided 
later in this document.  



 Talent Management Program (TMP) 
 

3 

 

 
 
 

Included below are the following: 
 

1. A brief summary of need and the urgency for acting now (includes a summary of important 
statistics); 

2. The purpose of the TMP; 
3. The TMP Policy Statement approved by the Judicial Council on February 26, 2013; 
4. Goals and benefits of the TMP; 
5. Key positions included in Track 1 of the TMP and success/competency models; and  
6. Additional program procedures. 

 

The Need is High 
 
The Judiciary has a high need for this program as evidenced by the data below.  The Judiciary will be 
vulnerable in the future as key staff leave and/or retire unless it begins preparing now for its future 
staffing needs.   
 

 Age of the workforce.  As of September 30, 2012, nearly a quarter of the Judiciary’s workforce is 
50 years of age or older.  
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 Staffing levels.  The Judiciary had 403 authorized staff positions as of September 30, 2012, 
however, was operating at 87% as only 352 positions were filled.  The number of authorized 
positions increased 6% between 2009 and 2012 (from 380 up to 403).  The number of filled 
positions increased 9% between 2009 and 2011 (from 333 to 364), but declined 3% in 2012 over 
the 2011 staffing level due to a hiring freeze (from 364 in 352 in 2012).   
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 Retirement eligibility.   The table below shows the retirement eligibility for the critical positions 
(classified and unclassified) included in the 2 talent pools.  (Note a list of critical positions is 
shown later in the document).   

 
 

Table 1: 
RETIREMENT ELIGIBILITY OF CRITICAL POSITIONS INCLUDED IN THE TMP 

(as of September 30, 2012) 

2012 – 2022 

POSITIONS  
(Classified/Unclassified) 

Eligible in 
2012 

Eligible in 
2013 

Eligible in 
2014 

Eligible in 
2015 

Eligible in 
2016 - 2017 

Eligible in 
2018 - 2022 

Talent Pool #1: 
Executives & Division 
Heads (n=18) 9 + 1 + 2 -   + 1  - 

Talent Pool #2: 
Middle Managers (n=10) 4 - + 1    + 1 + 2  

TOTAL 13 + 1 + 3 - + 2 + 2 

 
 

 Retirement rates.   6 supervisors retired in 2012 and 1 middle manager retired in January 2013.  
Current circumstances including economic conditions, budget reductions, staffing reductions, 
hiring freezes, and potential new legislation that may adversely impact staff, may cause 
additional Judiciary personnel to leave or retire sooner than anticipated.   The departure of 
experienced staff who hold critical – key – positions will leave the Judiciary vulnerable unless the 
Judiciary takes proactive steps to develop and prepare the next generation of successors.   

 
 

Purpose of the TMP 
 
The purpose of the TMP is to help the Judiciary anticipate and meet its future staffing needs by:  (a) 
developing internal staff ensuring the Judiciary has a pipeline of qualified candidates for critical 
positions, and (b) providing additional training, professional development, and career enhancement 
opportunities for high potential staff to ensure a highly skilled workforce.   
 
The TMP is an outcome of the Judiciary’s 2012-2015 Strategic Plan, “Our Way Forward,” which outlined 
the need for a competent and skilled workforce, which complements 4GCA §1107 & §1114 for 
promoting greater efficiency of public service, the Organic Act of Guam (48 U.S.C. 1424) which 
authorizes the Chief Justice to be the administrative head of the Judicial Branch, and Judicial Council 
authority (7GCA §5101 and 4GCA §4105(c) to establish promotional policies and §4106 (9) to develop 
employee morale, welfare and training. 
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Policy Statement (approved by the Judicial Council on February 26, 2013) 
 
The Judiciary is committed to operating efficiently and effectively and providing the highest quality of 
services to the people of Guam.  Qualified, talented personnel are necessary to achieve the goals of the 
Judiciary.   
 
The Judiciary acknowledges the skills and capabilities of its workforce.  Therefore, it is implementing a 
TMP with two tracks.  Track 1 focuses on developing talent pools to increase the number of qualified 
internal candidates for key positions from which future successors may be selected.  Track 2, currently 
under development, will provide eligible and interested staff with additional training, professional 
development, and career enhancement opportunities to ensure a skilled workforce.  The TMP will 
adhere to and complement the Government of Guam’s merit system in the following way:   
 
Pursuant to the merit system, the Judicial Council of Guam will establish the TMP.4  The Judicial Council 
may provide additional compensation to those participants who complete the program, which shall be 
known as the TMP Readiness Salary Adjustment.  Such compensation may be in addition to any other 
compensation currently being paid.  However, such compensation shall be administered pursuant to the 
merit system in the Organic Act.5    
 

Goals and Benefits of the TMP 
 
Track 1 Goals: 
 

1. 75% or more of the Judiciary’s critical positions will be filled by internal staff participating in the 
TMP (from the internal talent pools). 

2. The Judiciary will have at least 2 internal staff in the talent pipeline for all critical positions.  
3. If any internal staff are selected to fill critical positions, he or she will meet expectations and 

thus, perform satisfactorily in their jobs. 
4. If any staff is selected from the internal talent pools to fill critical positions, he or she will remain 

in the position for at least 2 years (unless they retire and/or are promoted to the next level).  

                                                
4
 To keep the TMP within the required Government of Guam merit system, the opportunity to participate in the 

TMP will be made available to Judiciary employees on a system using practical tests and evaluations.   

5
 The Organic Act promises that Government of Guam employment will be pursuant to a merit system.  48 USC 

§1422c(a).  Pursuant to the Organic Act, 48 USC 1424-1, and pursuant to 4 GCA §4105, the Judicial Council is the 

administrative body charged by law with administering the merit system protections guaranteed to Judiciary 

employees.  The merit system is defined as a system through which all “appointments and promotions shall be 

based, insofar as practicable, on competitive practical tests and evaluations.”   4 GCA §4101(a). 
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Track 2 Goals: 
 

1. 90% of staff accepted into Track 2 of the TMP will successfully complete the program within a 
specified time period (according to one’s training/career enhancement plan). 

2. At least 3% of the Judiciary’s workforce will apply to the TMP each year. 
3. 75% of internal promotional opportunities will be filled by participants of the TMP. 
4. 75% of participants will stay with the Judiciary at least two years. 

 
A few of the most significant benefits of the TMP are as follows. 
 

1. The loss of institutional knowledge will be prevented and/or mitigated; the Judiciary will be less 
vulnerable in the future. 

2. The next generation of successors will be developed, helping to meet the future staffing needs 
of the Judiciary. 

3. Continuity of operations and high quality services will be maintained as turnover occurs. 
4. Staff will have additional skills and function at a higher level, which is a win-win for the Judiciary. 
5. Staff will be more engaged, motivated, and committed to the Judiciary because of additional 

professional development and promotional/advancement opportunities. 
6. Vacancies will be able to be filled more quickly than if an external recruitment process is 

needed. 
7. Internal candidates are known and will have a proven track record; the learning curve for an 

internal successor will be considerably shorter than for an external hire. 
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