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As a member-driven organization, managed by volunteers, one of the most important 
assets we have is your trust in GMA SHRM.  You trust your Chapter Leaders to man-
age the Chapter operations effectively, prudently and ethically.  You trust that we will 
provide programs and services that meet your needs and are valuable to your profes-
sional development.  You trust that the time you give us, as either a participant or a vol-
unteer will be a sound investment for you.  Based on member feedback regarding a 
couple of recent situations, I thought I would use this month’s column to highlight 
some basic principles that we use to try and maintain your trust. 
 
 First of all, let me reinforce that the information contained in our annual Membership 
and Resource Directory is provided as a service to our members.  The Directory is 
supplied for personal use.  E-mail addresses are provided as a way to aid individual 
members in their networking activities.  The membership list is confidential and is not 
to be shared with non-members or used as a pros-
pect list.  At no time or under any circum-
stances shall it be released to any individual or 
organization outside the Association without 
Board approval.  Mailing labels (street address 
info. only) are available and can be purchased by 
contacting our Chapter Administrative team at 
(608) 664-1077 or chapteradmin@gmashrm.org.  
We appreciate our members’ respect for the 
guidelines on the usage of the information con-
tained in the Directory. 
 
 We also try and respect your time.  We know that none of us have time to waste.  
When it comes to our programming events, we try and ensure the quality, relevance and 
“objectivity” of the presenters.  In many cases, one or more members of the Program-
ming Committee have heard a particular presenter speak; in many cases, the presenters 
are volunteers from within our local membership. Copies of outlines and/or handouts 
are requested in advance to ensure the relevance of the planned presentation.  Present-
ers are reminded that attendees are not to be “sold” a particular vendor’s products or 
services during a particular presentation.  Where we can and it is relevant, we try and 
have a panel discussion to ensure multiple points-of-view are presented.  In the major-
ity of cases, our presenters do an outstanding job of complying with our requests. 
 
 Occasionally, we are asked about our policy on vendor participation in the local Chap-
ter.  While some local SHRM Chapters across the country have adopted practices ban-
ning vendors as members, our Chapter would not have grown to it’s current size or be 
able to support our extensive programming without the continued contributions numer-
ous vendors have made to the GMA SHRM Chapter, as volunteer leaders, as presenters 
and sources of information and as financial sponsors.  At this time, GMA SHRM has 
no plans to reconsider our policy on vendor participation in Chapter events. 
 
 We appreciate your trust in us and we will continue to work hard to ensure that our 
policies and actions are worthy of that trust. 

 
“We appreciate your trust 
in us and we will continue 
to work hard to ensure 
that our policies and ac-
tions are worthy of that 
trust.” 
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New Member Orientation and  
Volunteer Social,  
Sue Estes, VP of Membership 

 

It was a beautiful afternoon for the May 4th New-
Member Orientation and Volunteer Social.  The 
events were held in Boardman Law Firm’s atrium 
conference room, overlooking the Capitol Build-
ing, with 55 new members and volunteers in atten-
dance.  
 
Marj Pieper from Life Style Staffing served as the 
Chair of this successful program, which offered 
new members the opportunity to learn more about 
the SHRM organization and their membership 
benefits.  The Volunteer Social was arranged to 
recognize the hard work of our volunteer members 
and give both new members and others information 
about volunteer opportunities within GMA SHRM.  
There was time to enjoy the wonderful food and 
beverages while getting to know fellow members.   
 
We would like to thank Boardman Law Firm for 
hosting the meeting and recognize Marj Pieper and 
the Membership Interaction Committee for provid-
ing a great program.  Members of this committee 
include:  Marj Pieper, Michelle Hauser-Wallace, 
Carrie Lavin, Holly Marciniak, Lisa Chupak, Mi-
chelle Andler, Wendy Brendel, Kris Kempers, 
Brian Miller, and Sue Estes.  
 
The Membership Interaction Committee would 
also like to thank the Board Members, Committee 
Chairs and Committee Members who attended the 
event.  We recognize the time and commitment 
each volunteer makes to our organization and ap-
preciate all that our volunteers do to keep our pro-
grams going for benefit of all members. 

 

 

 

 

 

 

 
 
Deadline for June HR Link-June 6, 2004 
 
Got news…..send it to bjessen@morgandata.com 



HR LINK  May 2004  
Page 3 

Calling all subject matter experts!  
 
Volunteers are needed to write articles for the new 
and improved HR Link (the GMA SHRM newslet-
ter), targeted for August '04.  
 
Why should you volunteer? Top three reasons:  
1) To share your knowledge and experiences to edu-

cate others. 
2) To become more connected in the HR and Dane 

County communities. 
3) To contribute towards the advancement of GMA                                               

SHRM and the HR profession. 
 
Can you commit to writing one article in the next 3 
months? Do you already have an HR-related article 
that you would like to pre-submit for use in any of 
the issues? Would you like to be put on a volunteer 
rotation list to be contacted at a later time? 
 
Submissions can include an article on your topic of 
expertise, a question of the month, or even a book 
review. The main categories that we are soliciting 
articles for include: Total Rewards, Talent Manage-
ment, Technology in HR, and Learning and Develop-
ment. 
 
For a small time investment on your part, the GMA 
SHRM members can be better informed and edu-
cated through HR Link. If you have questions, or to 
submit an article, contact Cassy Barbic at 
cassy.barbic@uwmf.wisc.edu or 608.821.4217. 
Thank you for your involvement. Stay tuned for the 
new and improved HR Link! 

The GMA SHRM Community 
Connections Program 
 
GMA SHRM shall be recognized as an 
active and engaged community part-
ner. The GMA SHRM Community 
Connections Program is developing 
programs to create volunteer programs 
for the betterment of the Dane County 
community.  
 
The focus of these volunteer efforts 
will be to share the wealth of Human 
Resource knowledge and experience 
possessed by its members with the 
community through volunteer time and 
other direct efforts. SHRM will also 
encourage Corporate Sponsorships 
along with member commitments.  
Currently, SHRM is actively discuss-
ing potential volunteer opportunities at 
the Dane County Job Center and the 
Sun Prairie Alternative School. 
 
GMA SHRM will soon be doing a sur-
vey of it’s membership to determine 
who will be willing to donate time and 
talent to this effort.  Once the survey is 
complete, a formal program will be 
developed with a resource pool of vol-
unteers.    
 
For more information, contact Jerry 
French, PHR at 608.261.2139 or 
Belinda Weber, SHPR at 608. 
242.4100 ext. 30574. 
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 Radisson Paper Valley Hotel and Conference Center 

Appleton, Wisconsin 
 Conference includes: 
∗ Senior HR leadership track 
∗ Two pre-conference sessions on Wednesday  
∗ General conference sessions Thursday and Friday 
∗ Keynote Speaker, Jeff Taylor, Founder and Chief Monster, MONSTER.COM 
∗ Keynote Speakers, Jason Young and Tony Brigmon, Southwest Airlines 
∗ Opportunities for networking 
∗ HR bookfest and HR exhibitors 

 Visit us at wishrm.org to keep up-to-date on the happenings of the conference! 
 Registration Open on-line at wishrm.org in June 

 Conference Sponsored by: Wisconsin Council - Society for Human Resource Management and the Fox Valley 
Society for Human Resource Management Chapter. 

 Mark Your Calendar 
Wednesday to Friday 

October 6 - 8, 2004 

 
May 

 
Chapter  

 
Meeting  

 
Photos 

Left: Keynote attendees participate in determin-
ing the organizational structure of a company 
devoted to aspects of...contract bridge (crowd 
suggestion).   
“The exercise on creating a bridge club was 
excellent - really drove home the points from the 
morning workshop.” 

 

Below:  Morning session attendees listen to 
Marcus’ presentation on “To Re-Design or 
Not To Re-Design”. 

Above: Marcus Marcero speaks to the 
afternoon session attendees. 
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The Countdown Begins:  New Fair Labor 
Standards Act Regulations Finalized – Time 
to Comply 

 
On April 20, 2004, the Department of La-

bor (DOL) issued the long-awaited final version 
of its “FairPay” rules, designed to update over-
time regulations.  Under the new rules, most 
workers earning less than $23,660 per year – or 
$455 per week – are guaranteed overtime protec-
tion.  Employees employed as bona fide execu-
tive, administrative, professional, outside sales 
employees and certain computer employees – 
often referred to collectively as “white collar em-
ployees”  -remain exempt from the overtime 
regulations.  The regulations emphasize the im-
portance of specific job duties in determining 
whether an employee is exempt and note that job 
titles alone do not determine exempt status.   

 
The new overtime regulations eliminate the use 
of separate long and short tests based on an em-
ployee’s weekly wages.  By eliminating the long 
test, the new regulations eliminate the require-
ments that exempt employees spend 20% or less 
of their time in a given workweek on non-exempt 
activities.  The cap on non-exempt work has been 
removed from all exemptions.  Highlights of the 
more significant changes embodied in the new 
regulations include:  
∗ Have a primary duty involving management 

of an enterprise or a customarily recognized 
department or subdivision of the enterprise; 

∗ Customarily and regularly direct the work of 
at least two or more other full-time employ-
ees or their equivalent; and 

LEGAL & LEGISLATIVE DEVELOPMENTS:  
HUMAN RESOURCES UPDATE 
Alexis  Pheiffer, Quarles & Brady LLP 

    May 2004 

∗ Have the authority to hire or fire other employees, 
or the employee’s suggestions and recommenda-
tions as to the hiring, firing, advancement, promo-
tion or any other change of status of other employ-
ees must be given particular weight. 

 
 The requirements that the employee have the 
authority, or at least some input into, promotion deci-
sions is the most significant change to the executive 
exemption.  Generally, for this portion of the test to be 
satisfied, the employee must give recommendations 
pertaining to employees whom the executive customar-
ily and regularly directs.  Occasional suggestions are 
not enough to meet this portion of the duties test. 
 
Administrative Exemption 
The final version of the new administrative exemption 
differs somewhat from the version of the exemption 
contained in the proposed regulations.  To qualify for 
the administrative exemption, an employee must meet 
minimum salary requirements and : 
 
∗ Have a primary duty involving performance of of-

fice or non-manual work directly related to the 
management or general business operations of the 
employer or the employer’s customers; and 

∗ Have a primary duty that includes the exercise of 
discretion and independent judgment with respect 
to matters of significance. 

 
The regulation attempts to clarify “matters of signifi-
cance,” noting that the phrase refers to the level of im-
portance or consequence of the work performed.  An 
employee does not exercise discretion and independent  
Continued on page 6 
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LEG. UP. 
Continued from page 4 
 
 
 
judgment with respect to matters of significance 
merely because the employer will experience fi-
nancial losses if the employee fails to perform the 
job properly or because the employee operates very 
expensive equipment. 
 
Professional Exemption 
The new regulations divide the professional ex-
emption into two categories:  learned professionals 
and creative professionals.  The learned profes-
sional exemption encompasses jobs with a primary 
duty of the performance of work requiring ad-
vanced knowledge, defined as work predominantly 
intellectual in character and which includes work 
requiring the consistent exercise of discretion and 
judgment.  The advanced knowledge must also be 
in a field of science or learning and is customarily 
acquired by a prolonged course of specialized in-
tellectual instruction.  The “specialized intellectual 
instruction” requirement restricts the exemption to 
professions where specialized academic training is 
a standard prerequisite for entrance into the occu-
pation.  The exemption is available to employees 
with advanced academic degrees and those in pro-
fessions who have attained their advanced knowl-
edge through a combination of work experience 
and intellectual instruction.  Doctors, lawyers, en-
gineers, scientists, pharmacists, dental hygienists, 
accountants, architects, teachers, theologians, phy-
sician assistants, sous chefs and athletic trainers are 
some of the occupations that will generally meet 
the requirements o the learned professional exemp-
tion. 
 
To qualify for the creative professional exemption, 
an employee must meet minimum salary require-
ments and must have a primary duty of performing 
work that requires invention, imagination, original-
ity or talent in a recognized field of artistic or crea-

 
tive endeavor.  This exemption includes fields such as 
music, writing, acting and graphic arts.  Journalists 
may qualify for this exemption if their primary duty is 
work requiring invention, imagination, originality or 
talent.  This includes investigative interviews, writing 
editorials, opinion columns or other commentary, ana-
lyzing or interpreting public events and performing on 
the air in radio, television or other electronic media. 
 
Computer Employees 
Before the promulgation of the updated regulations, 
rules relating to computer employees were scattered 
throughout the FLSA regulations.  The new regula-
tions collect all the regulations pertaining to computer 
employees in one section.  Computer employees must 
meet the salary minimum but may do so with either a 
$455 per week salary or $27.63 per hour.  Addition-
ally, the employee’s primary duties must fall into one 
of four categories:  application of systems analysis 
techniques and procedures, design, development, 
analysis, creation, testing or modification of computer 
systems or programs, design documentation, testing, 
creation or modification of computer systems related 
to machine operating systems, or a combination of 
those duties. 
 
Outside Sales Employees 
Outside sales employees are not subject to the mini-
mum salary requirement needed to qualify for the 
other four exemptions.  To qualify for the outside 
sales exemption, an employee must: 
 
∗ Have a primary duty involving making sales (as 

defined in the FLSA) or obtaining orders or con-
tracts for services or for the use of facilities for 
which a consideration will be paid by the client or 
customer; and  

∗ Be customarily and regularly engaged away from 
the employer’s place or places of business. 

 
Continued on page 9 
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Your Foundation at 
Work:  
The Masters Series 
 
When you attend the SHRM Annual 
Conference, you'll have the opportu-
nity to participate in the Masters Se-
ries.  
 
The SHRM Foundation sponsors this 
series of in-depth learning sessions 
featuring internationally known ex-
perts in the field of management sci-
ence. The Masters Series focuses on 
timely and provocative issues that 
affect your career and industry.  
 
Open to all attendees, these senior-
level programs offer insight into the 
HR profession from thought-leaders 
and top academicians. For more in-
formation on Foundation sponsored 
educational programs, visit 
www.shrm.org/foundation. 

 
 

From the Office, Brenda Jessen 
Well, they say nothing is constant but change itself….I guess that’s true!  When I look at the world around 
me there is constant change.  Some of the changes that will be occurring over the next few months for the 
GMA SHRM Chapter are: 
∗ Redesign and focus of the HR Link lead by Cassy Barbic, UWMF Foundation and Donna Hurd, 

Quarles and Brady. 
∗ GMA SHRM offices will be moving to 2830 Agriculture Drive, Madison, WI 53718   
∗ ONLINE REGISTRATION FOR CHAPTER EVENTS! 
With change comes opportunity!  Please consider volunteering for one of the committees, as a committee 
chair or as a GMA SHRM Board member.  As in life, you get out of your professional associations what 
you put into them. 
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THE NEW OVERTIME EXEMPTION 
RULE AND BEYOND:  KEY WAGE AND 
HOUR ISSUES 
 

On April 23, 2004, the Department of Labor issued 
the final rule that makes significant changes to the 
Fair Labor Standards Act overtime exemptions.  The 
Department of Labor estimates that 6.7 million em-
ployees will be affected by the new rule.  The rule 
redefines who is entitled to overtime and provides 
detailed guidance on outside sales, computer em-
ployees, the sticky white collar exemptions, and 
many other issues.  Since the deadline for complying 
with the new rule is August 23, 2004, this is the per-
fect time and opportunity for employers to reassess 
the exempt/non-exempt status of their employees. 
 
In this program we will take an in depth look at the 
following important issues: 
∗ Which employees can now be classified as ex-

empt employees? 
∗ Who will be entitled to overtime? 
∗ What are the new "white collar exemptions"? 
∗ What is the new minimum salary level, and when 

does it apply? 
∗ What are the new safe harbor rules? 
∗ How is the salary basis test affected by the new 

rule? 
∗ Are there changes to compensatory time rules? 
∗ What particular industries and municipal entities 

are most affected by the rule? 
∗ Does the new rule affect Wisconsin's wage and 

hour laws? 
∗ What should employers do before August 23, 

2004? 
 

In addition to the new overtime rule, we will discuss 

JUNE 9 
Wednesday in the Park 

additional wage and hour issues that trip up our 
clients and "best practices" to prevent wage and 
hour problems.   
 

Click Here to Register 
 
Presenters:   
 
Bob Gregg, a partner at the Boardman Law Firm 
in Madison, Wisconsin, has been professionally 
involved in Employment Relations and Civil 
Rights work for more than 30 years.  He litigates 
and serves as an expert witness in employment 
cases.  Bob has conducted over 2,000 seminars 
throughout the United States and authored numer-
ous articles on practical employment issues.  His 
career has encompassed canoe guide, carpenter, 
laborer, Army Sergeant, social worker, educator, 
business owner, Equal Employment Opportunity 
officer, and employment relations attorney.  Bob is 
a member of the Society for Human Resource 
Management, the National Speakers Association, 
and is a National Faculty Member of the American 
Association for Affirmative Action.    
 

Jennifer Mirus, is a partner in the Labor and Em-
ployment Law Practice Group at the Boardman 
Law Firm.  She has extensive experience trouble-
shooting all aspects of employment relations for 
her clients, including hiring and firing, wage is-
sues, discrimination, FMLA, and harassment.  She 
also drafts employee handbooks, employment and 
separation agreements, and non-competition and 
confidentiality agreements.  Jennifer assists small 
and large businesses in creating practical solutions 
for their workplace issues.  Jennifer is the co-chair 
of the Programming Committee for the Society of 

 

Don't miss this opportunity for an in 
depth review of the new rule and the 
critical issues you need to assess in 
the coming months! 

Continued on page 10 
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white collar exemption just because of his military 
training and experience.  He is working in a tradi-
tionally blue collar position and is therefore not 
exempt from overtime. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Have a question you think should be featured as 
the “Question of the Month” for June 2004?  Send 
your submissions to:  dhurd@quarles.com. 
 
 
 
 

Continued from page 6 
Highly Compensated Employees 
The new regulations also create a special exemption 
for highly compensated employees.  Highly compen-
sated employees are those with salaries of $100,000 
or more per year.  This amount was increased from 
the $65,000 annual salary suggested in the proposed 
regulations.  In addition to the minimum salary re-
quirement, highly compensated employees must also 
perform at least one of the job duties of an exempt 
executive, administrative or professional employee 
as identified in the duties tests for those exemptions.   
 
WHAT WOULD YOU DO? 
You have an employee who earns well over $455 per 
week as a mechanic.  While this employee did not 
receive a specialized academic degree, he has at-
tained advanced mechanical knowledge through both 
extensive work experience and courses he took in the 
military.  Is this employee exempt from overtime?  If 
so, what exemption applies?   
 
The employee described above is a “blue collar” 
worker.  Blue collar workers are defined as those 
who perform work involving repetitive operations 
with their hands, physical skill and energy.  DOL has 
stated individuals in these positions will not be ex-
empt not matter how highly they are compensated.  
Mechanics, craftsmen, plumbers, electricians, main-
tenance workers, production workers and construc-
tion workers are among the examples of blue collar 
positions provided in the new regulations.  So, this 
employee is not exempt just because his salary ex-
ceeds $455 per week. 
 
Also, the Department of Labor has explained mili-
tary training is generally not sufficient to meet the 
requirements of the professional exemption.  This is 
because the learned professional exemption applies 
only to employees in occupations that have attained 
recognized professional status.  So, this employee 
with a military history and special mechanical train-
ing in the military will not find himself subject to a 

QUESTION OF THE MONTH: 
Are first responders like police, EMTs 
and fire fighters exempt from overtime? 
 
For the answer see page 10. 



HR LINK  May 2004  

Page 10 

2004 Greater Madison Area SHRM Com-
pensation Survey 
 
It's that time again...  The Greater Madison Area Soci-
ety for Human Resource Management and QTI Con-
sulting, Inc. invite you to participate in the 2004 
Greater Madison Area SHRM Compensation Survey.  
This year we have added 3 new positions, which 
brings our total number of positions up to 211!  In the 
Banking and Insurance job family we added Claims 
Supervisor and Underwriting Manager and in the 
Health Care job family we added Medical Records 
Technician.   
 
The questionnaire and instruction guide were pro-
vided electronically.  If you have any difficulties 
opening either of the documents, please let Colleen 
McCarthy know via e-mail at ColleenM@qstaff.com 
or via telephone at (608) 663-4801.   
 

The New Overtime Exemption Rule 
and Beyond: Key Wage and  
Hour Issues 
Continued from page 8 

 
QUESTION OF THE MONTH: 
Answer: No.  First responders, including police, fire fighters, para-
medics, correctional officers, park rangers and other similar workers, will 
generally not be exempt from overtime payments because their primary 
duty is not management and a specialized degree is not usually required.   
 

Human Resource Management, is an alumna of 
Leadership Greater Madison and is a past Presi-
dent of the Legal Association for Women.  Jenni-
fer received her Bachelor of Arts Degree, cum 
laude, and her law degree, cum laude, from the 
University of Wisconsin. 
 
Lauri Morris, is a partner at Quarles & Brady in 
Madison, Wisconsin.  Her labor and employment 
practice includes representing management in la-
bor, employment and administrative law matters 
and emphasizes defending employers against dis-
crimination claims before state and federal admin-
istrative agencies and courts, providing proactive 
representation on other employment-related is-
sues, including the Family and Medical Leave 
Act, the Americans with Disabilities Act, Title 
VII, non-compete agreements, hiring and firing 
consultations, and employment contracts.  She has 
successfully obtained summary judgment on be-
half of numerous employers before the federal 
district courts which have been upheld by the 
Seventh Circuit Court of Appeals.  She has been a 
lecturer for the University of Wisconsin Law 
School, General Practice Course, for the State Bar 
of Wisconsin and for Upper Iowa University. 



 
DATE TIME EVENT/TOPIC 

                      
6/09/04 8:30-12:00 Wednesday in the Park  -  THE NEW OVERTIME EXEMPTION RULE AND 
  BEYOND:  KEY WAGE AND HOUR ISSUES 

 
6/27-30/04  SHRM  56th Annual Conference & Exposition-New Orleans, LA 
 
10/6-8/2004   SHRM 2004, Wisconsin State Conference, Appleton, WI 

 2004 Program Schedule  
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