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ACTIONS FROM THE SUPREME COURT
A decision from the Supreme Court is that the requirement under Title VII of the Civil Rights Act that a complainant file 
a charge of discrimination with the Equal Employment Opportunity Commission prior to filing suit in federal court is a 
prudential, claim-processing rule that does not determine whether a court has subject-matter jurisdiction over the dispute, the 
Court held in a unanimous ruling. Fort Bend County, Texas v. Davis, No. 18-525 (June 3, 2019).

The Court has ruled that the Age Discrimination in Employment Act applies to state and local government employers, 
regardless of their size. Mount Lemmon Fire District v. Guido, 139 S. Ct. 22 (2018).  This is a change from previous rulings 
so all public sector entities should take note.

We already know a couple of things about the Court’s cases for their Fall term which begins October 2019.  It is filling 
up with cases significant to employers and businesses.  For instance, the Court has agreed to review three cases on whether 
Title VII protects LGBTQ individuals from employment discrimination. Its decision will settle a current conflict in the 
circuit courts.

In addition, the Court has agreed to review a case involving prosecution for identity theft under Kansas law based on information 
in the Form I-9 Employment Eligibility Verification.  It will tackle the question of whether the Immigration Reform and 
Control Act preempts states from using information in Form I-9 to prosecute a person under state law.

Stay tuned, it promises to be another interesting Supreme Court year!  Our thanks to Employment Law firm Jackson Lewis 
for the Supreme Court update.

HR BY THE NUMBERS
There is substantial conversation about the need for employee training, and in some cases, re-training because jobs are going 
to change or be eliminated.  There should be even more conversation about this because we know that 25% of jobs are at 
high risk of being automated or replaced by AI in the next 10 years.  But imagine that you work at Amazon and the company 
is making a major investment in robotics and AI to streamline its fulfillment operations.  Amazon has announced that it will 
spend $700 million in a massive retraining for its U.S. workforces.  It announced that it will be retraining 100,000 workers by 
2025.  This is one-third of its workforce.  These employees will be retrained for new and higher-level positions, or they will be 
trained and assisted to find jobs outside of Amazon.  Not every employer is like Amazon, but every employer should consider 
how they can assist their employees build new and needed skills.  Employers who provide training also retain employees. 

Each year SHRM produces the results of a Benefit Survey done by SHRM members.  It is always interesting to learn what has 
gone up in use and what has suffered a decline.  If you are interested in obtaining more information about what they 
found, then check out this link.

Here are some of the data elements they collected:
• Employers indicate that Healthcare and Retirement are the two most important benefits they provide.  Out of 10

possible answers, each of these received 20% of respondent’s selection.
• Organizations were more likely to increase benefits than decrease them.  Only 3% of respondents indicated that they

decreased benefit offerings over the last year.
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Editor: Judy Clark, CPC, SPHR, IPMA-CP: Advantage is published monthly and is designed to provide information on regulations.  
HR practices and management ideas and concerns. The intended audience is managers, supervisors, business owners, human resource 
and employee relations professionals. If you have questions about the content, an opinion about the information, or questions about 
your subscription, please give us a call at (503) 885-9815 or e-mail info@hranswers.com..

• Health-related benefits were the most modified offerings with 20% of respondents indicating that they increased
this benefit.  This increase is not without a problem.  A report from the Kaiser Family Foundation says that health
insurance premiums have risen twice as fast as employees’ wages and three times as fast since 2008.

• Wellness programs are also seeing an increase.  This is a case of larger organizations saying this more often than
smaller organizations.  Employers with 500 or more employees were more likely to beef-up their wellness programs
(25%) than those with 99 employees or less (13%).

• Employers increased their offering of Standing Desks by 7%.
• Part-time employees were offered telecommuting by 5% of employers.
• The survey results show that relocation expenses are undergoing a shift since the tax reform enacted in 2017.  This

is because now this financial support must be reported as income reducing the appeal of this offering for employees.
• Some of the most frequently offered benefits are AD&D (83%), long-term disability insurance (71%), and short-term

disability insurance (61%).
• But one of the big winners was the offering of a 401(k) plan [or its corollaries 457 and 403(b)] with 93% of employers

providing such a plan; and 74% of employers offering a match of some type.
• Student loan repayment assistance is still not offered by many, but it has doubled since last year and is now at 8%.

Look for additional results next month.

EEOC SEXUAL HARASSMENT NOTE
The EEOC received 7,609 sexual harassment charges in FY 2018—a 13.6 percent jump from the previous year—and it 
obtained $56.6 million in monetary benefits from companies for victims of sexual harassment.  (Editor’s Note:  I remember 
when the first case of hostile work environment harassment was filed and adjudicated in 1986.  HR Pros guessed that in about 
five years sexual harassment would be a thing of the past.  Glad we didn’t have to bet the farm on that one.)

Independent Contractors Info
An article written by Jackson Lewis attorneys described the changes that are taking place in rulings about Independent 
Contractors.  And the Department of Labor is signaling that its opinions about this relationship are in the midst of change.  If 
your organization uses Independent Contractors for this type of work, this article should be a must read for you and 
whomever else makes decisions about their classification.  

DO WE HAVE TO BE HIT OVER THE HEAD?  MENTAL ILLNESS
How many headlines have you read that addressed the subject of mental illness, and the fact that its presence is increasing? 
Are we ever going to take our heads out of the sand and recognize that it is present in our workplace, and that if we want to 
escape the consequences of it, we have to actually do something? 

The report produced by the World Health Organization in May 2019, says that in the U.S. the estimated cost of 
depression and anxiety in our workplaces are $1 trillion in lost productivity.  Of even greater importance, is the fact that for 
every dollar spent on common mental illness treatment, there is a return of $4 to the employer in productivity gain and 
improved general health.  So, doing something can actually improve your bottom line.

The report’s findings suggest that the risk factors contributing to mental health challenges at work primarily derive 
from interactions between types of work, the managerial environment, the skills and competencies of employees 
compared to what the demands are of their employment, and the support available to the employees.  And, the support must 
come with no 
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strings attached.  The support cannot be conditioned on asking the employee to reveal all the issues they are experiencing, 
that the employee needs time off for counseling, or that the employee has a problem with emotional stability.  Those would 
only compound the employee’s difficulty and would likely be against several laws.

The report suggests several actions that employers can take to minimize the possible adverse impact of workplaces and job 
pressure on individuals by ensuring that mental health interventions are part of integrated health and wellness strategies 
that cover prevention, early identification, support and rehabilitation.  Making sure that mental health services are provided 
through your health insurance is critical.  Interestingly, this is not a service that many HR people know much about.  We 
need to rectify that. 

Providing mental health support through an Employee Assistance Program (EAP) is important.  Informing employees that 
support services are available at no charge to them, advising employees that there will be a receptive ear if they need some 
work accommodation regarding having appointments for treatment, and that mental health issues will be addressed with the 
same discretion and confidentiality that surrounds physical health concerns are a must.

Some organizations have said that they had success because they simply stated that there is a program you can contact if you 
are feeling a bit anxious or depressed, and hoped that employees would take advantage of that.  They suggest that specific 
examples be given so that employees better understand the support available.  This doesn’t mean that you talk about a current 
or even a former employee.  It does mean that you talk about specific services available.  For instance, if you said, 

“As an example, there was an employee who was suffering from depression.  She didn’t want to talk about it at work 
because she thought people would think differently about her once they knew.  She contacted the EAP, and they were 
able to assist her in determining whether counseling or medication might be best for her situation.  They referred 
her to a Psychologist whose services were covered by her health insurance.   After a few months there was a marked 
improvement in her actions and her sense of self-esteem.  

Another example is where an employee was having trouble with anxiety.  He was in the midst of a divorce that was not 
going well.  He was apprehensive about finances because of spousal support, new living arrangements, and wanting 
to spend time and money for his three children.  He accessed the EAP and they were able to assist him in thinking 
through each challenge and making a plan to address each item.  His anxiety dissipated greatly.

These are the things we are talking about when we tell each one of you that there is support for you when you are 
facing hurdles and worries.  The service is free to you and it is confidential.  We are not told who accessed any services.  
We only know about the examples I shared because they were identified in the EAP’s literature.  On our monthly or 
quarterly report, we are only told that X number of employees contacted them. This organization understands that 
each of our lives contains periods when we encounter major obstacles.  So, let us know if you need the organization 
to respond in some way.  We are prepared to both understand and assist.”

Being specific in your examples give employees a better understanding of what you mean when you say there is assistance 
available for them.

And lastly, there should be supervisor-employee conversations that focus on changes in productivity, quality, and behavior.  
If these are approached with sensitivity and the employee is encouraged to discuss any challenges they are experiencing, it 
can be another opportunity to learn that the employee needs some assistance, leave, or accommodations.  

And just a word about accommodations and support…consider the following:
• Flexible hours
• Job re-design
• Addressing negative workplace dynamics
• Conducting training regarding workplace conduct and communications
• Possibly identifying someone who can be the go-to person for the employee when feeling stressed if situation is

appropriate for that.

http://www.hranswers.com/
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Too many employers are saying that they didn’t know how to help someone who was obviously struggling, only to be faced 
with that employee’s suicide.  In 2016, the last year for which the U.S. has figures, 291 workplace suicides occurred.  That 
is double the previous year.  The Wall Street Journal published an article last year highlighting several workplace suicides.  
That information can be found here. 

These situations are never easy, but they are occurring more often, so employers need to have a game plan for addressing 
them for both the distressed employee, and for all the other employees likely to be impacted by the circumstances.  The phrase 
that is sometimes used is, “Planning for the Unthinkable.”   Talk with your EAP provider about training for supervisors and 
managers.  If you don’t have an EAP, consider contracting with one.  We have a suggestion or two for you.

NEWS FROM THE NATIONAL LABOR RELATIONS BOARD
The National Labor Relations Board (NLRB) has announced its rulemaking agenda for the coming months. The Board stated 
that it plans to engage in additional rulemaking in the following areas: 

• Representation case procedures (governing union elections)
• Standards for “blocking charges” (governing when unfair labor practice charges “block” union elections)
• Voluntary recognition (governing when and how employers may recognize unions without the need for an election)
• The formation of bargaining relationships in the construction industry
• The standard for determining whether students employed at private colleges or universities may organize
• Access to employer property
• The Board also stated that it plans to proceed with its rulemaking regarding the joint-employer standard.

If you are unionized, it will be important for you to consider what impact these focus areas may have on your organization 
and its operations.

HAVE YOU BEEN DEMOTIVATED AT WORK? 
Can you say that you truly love your job?  Not very likely.  According to recent studies, they state that 48% of employees 
worldwide don’t even like their jobs, more than 80% of U.S. workers feel stressed at the office, and only 30% feel “engaged 
and inspired” by their careers.  This is not just about employees.  Especially troubling is that leaders and business owners are 
18% actively disengaged – that is, present at work, but hating every minute of it.

The facts are sobering and expensive.  This lack of satisfaction and motivation costs us billions in lost productivity.  But what 
actually causes the disengagement?  If you’re trying to understand your own job dissatisfaction, or root out a morale problem 
at your organization, consider these common reasons people hate their jobs.

1. Micromanagement
Micromanagers may have good intentions – trying to get work done well – but they drive us crazy.  Micromanagement saps 
the life out of us, causing apathy at work.  

In an article on the dangers of micromanagement, HBR blog contributor Christina Bielaszka-DuVernay writes, “because a 
consistent pattern of micromanagement tells an employee you don’t trust his work or his judgment, it is a major factor in 
triggering disengagement.”

Those disengaged employees might stay at their company and muddle through, or decide to leave for more autonomy. We 
have all heard the phrase “people don’t quit jobs, they quit managers.”

2. Lack of progress

As it turns out, money for nothing doesn’t feel so great.  While it might seem that we work for our salary, study after study 
reinforces we want to feel that our work matters.  We want to be part of something bigger than ourselves.  

http://www.hranswers.com/
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When an organization can’t get its act together, or when any change or new idea a worker tries to implement has to go through 
endless layers of red tape, employees lose any motivation or passion that they might have had for the new idea.  People like 
enough process to be effective, but not to create busy work.

Organizations should also be mindful of unnecessary rules and policies that don’t actually provide benefit.  When they start 
to sound and feel controlling rather than efficient, employees bristle.

3. Job insecurity

When we’re on a sinking ship, we start preparing for the jump. Employees who work for unstable organizations or in jobs 
deemed expendable will only invest enough energy to keep getting their paycheck while they look elsewhere. The rest of 
their energy will be spent sharing rumors with co-workers, updating their resumes and planning their next move. 

As a leader, it’s extremely difficult to keep your best talent in place during uncertain times.  The best you can do is to 
communicate frequently and give your team a sense of loyalty and trust. You can’t make people stay, but you can encourage 
transparency on both sides so you’re not surprised.

4. No confidence in the leadership

We don’t have to love our leaders to be happy, but we can’t believe they’re incompetent.  Once we lose faith in where our 
organization is heading, then our loyalties fray and we cease to wholeheartedly follow.  We can even get subversive.

Many leaders know they need to inspire confidence, who show faith in their employees, and communicate an inspiring vision.  
These individuals often will be rewarded with a workforce that is ready to get things done. 

5. Lack of recourse for poor performance
When we go to work, we like to be rewarded and recognized for our contributions.  If this isn’t happening, or worse, people 
doing mediocre work are getting the same treatment as strong performers, it’s natural to just turn off and do your job on 
autopilot.  Organizations that don’t deal with performance issues bring down the average for everyone.

6. Poor communication
A seasoned journalist said this about workplace dynamics: “Never attribute to conspiracy what incompetence can explain.”
In the absence of information, rumors thrive.  Employees end up guessing, confused, and frustrated.  If there’s not an avenue 
to communicate back to leadership for clarification, it gets even worse.  Having to spend large amounts of time getting the 
information we need to do our jobs is exhausting.  

Not only does clear communications throughout the organization make for an efficient workplace it has a major impact on 
employee morale and confidence.     

7. Unpleasant coworkers

The importance of working with people we like can’t be overstated.  Friendships make up for a lot of ills, and the reverse is 
also true.  A well-paying, career-enhancing job with a group of back-stabbers is a recipe for stress and misery.

As Gallup research has shown for years, close work friendships boost employee satisfaction by 50%, and people with a best 
friend at work are seven times more likely to engage fully in their work.

You don’t have to have best friends at work, but you do need to be able to relax around your colleagues and enjoy their company.

8. Boredom
Gen Y workers are known for seeking jobs that are personally satisfying and inspiring to them, but they’re not alone.  
As this statistics-packed Huffington Post article shares, 55% of Gen X and Gen Y workers believe that finding a job 
that’s personally fulfilling is worth sacrifices in salary. A recent LinkedIn poll also showed this increasing desire for 
fulfillment among various age groups and geographies.  The research found that those over 65 were the most excited about 
their work, showing that we all want to be inspired no matter where we are in our careers. 

http://www.hranswers.com/
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Q AND A

Q: Must we conduct performance reviews, and if so, is it acceptable to do them every other year instead of annually? 

A: There are no laws that require employers to complete performance reviews for employees at any point during employment 
however, performance reviews benefit the employer and the employee, and for a formal review certainly could be completed.  
Many organizations are exploring the benefit (and some have implemented) of having them done semi-annually.  This way 
information is more timely.  In fact, providing continuous performance feedback to employees is the best business practices. 
Employees should never be surprised with feedback for the first time in a performance review.

In any company culture that values employee performance, employers should be transparent about the company’s goals 
and the departments objectives.  Each employee should have written goals and objectives, based on their job description 
and should understand how performance directly impacts the department and ultimately the organizations overall goals and 
objectives. Managers should conduct one-on-one meetings with employees at least quarterly for an informal discussion 
about how each employee’s performance is measuring towards their goals and objectives.  For many, quarterly will not be 
enough.  Monthly for sure, and weekly meetings might be optimal.  Please note these meetings are not necessarily an hour 
long or even 30 minutes long.  These meetings should be designed as check-in’s - to make sure the employees are moving 
forward, making progress on goals, have a chance to ask questions and ALWAYS be a time for building and reinforcing a 
good working partnership together.

A written performance review can help with correction when an employee is not meeting the goals and objectives. It serves as 
a written record of the employee’s performance shortfalls and we all know how important documentation is for disciplinary 
actions and terminations. Also, performance reviews are not about the structure of the form. Too often, managers are just 
checking the box and often employers get caught up wondering whether the form should be a rating scale, written comments 
or a combination. First and foremost, the manager should provide clear, objective feedback based on the employee’s goals 
and objectives with specific business- related examples; the structure of the form should be secondary.  To be honest it is not 
about the form at all....it is about having a conversation!!

THOUGHTS TO THINK ABOUT
Deep summer is when laziness finds respectability.    ~Sam Keen      
Only those who will risk going too far can possibly find out how far one can go.        ~T.S. Eliot
Be kind whenever possible. It is always possible. ~Tenzin Gyatso, 14th Dalai Lama
Love is to the heart what the summer is to the farmer’s year — it brings to harvest all the loveliest flowers of the soul. 

~Author Unknown
Never look down on anybody unless you’re helping him up. ~Jesse Jackson
Success isn’t a result of spontaneous combustion. You must set yourself on fire. ~Arnold H. Glasow
I love deadlines. I like the whooshing sound they make as they fly by. ~Douglas Adams
Try not. Do or do not. There is no try. ~Yoda in The Empire Strikes Back
Act as if what you do makes a difference. It does. ~William James

OREGON - PAID FAMILY AND MEDICAL LEAVE
Employers in Oregon must provide up to 12 weeks of paid leave to eligible employees beginning January 1, 2023, under the 
bill (HB 2005) passed by the state legislature. Governor Kate Brown has said she intends to sign the bill.

Oregon becomes the eighth state (after Connecticut) to require paid family and medical leave for eligible employees. The 
other states currently offering paid family and medical leave are California, Massachusetts, New Jersey, New York, Rhode 
Island, and Washington, in addition to the District of Columbia.

http://www.hranswers.com/
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The state, however, has the distinction of being the first to require that low-income workers be paid 100% of their wages 
while on leave — up to 65% of the state average weekly wage (calculated at $1,044.40 for the period July 1, 2019, to June 
30, 2020), with benefits capped at 120% of the state average weekly wage. HB 2005 creates the Family and Medical Leave 
Insurance (FAMLI) Program, modeled after Oregon’s unemployment insurance program, and paid leave will be funded with 
payroll contributions. The FAMLI Program will be administered by the Oregon Employment Department.

Eligibility and Benefits
The new law requires employers to provide their workers with a maximum of 12 weeks of paid leave, with total paid and 
unpaid leave capped at 16 weeks (or up to 18 weeks for women who experience complications due to pregnancy or childbirth). 

Eligible employees must have received at least $1,000 in wages during the base year to be eligible for the FAMLI Program. 
Eligible employees may begin to receive benefit payments beginning January 1, 2023.

Benefits will be provided as follows:
• An employee’s weekly benefit amount is capped at 120% of state average weekly wage (approximately $1,254) with

a floor of 5% (approximately $50).
• Employees who earn less than 65% of the state average weekly wage (approximately $679) will receive 100% of

their average weekly wage.
• Employees who earn more than 65% of the state average weekly wage will receive 65% of the state average weekly

wage plus 50% of the amount by which the employee’s average weekly wage exceeds the state average weekly wage.
• Additionally, employees may use vacation or sick time to supplement their weekly benefit amount, up to 100% of

their wages.

Timing of Rules, Contributions, Notice
• On or before September 1, 2021: The Employment Department will issue rules governing    administration of the

FAMLI Program.
• January 1, 2022: Employee payroll contributions begin.
• January 1, 2022: Employers must provide written notice to employees of their rights under the FAMLI Program.

Contributions
Funding for the FAMLI Program will be provided through a payroll tax, the rate to be determined by the Director of the 
Employment Department (not to exceed 1% of the employee’s wages).  The law provides that:

• Employers will contribute 40% of the total rate set by the Director, while deducting the remaining 60% from each
employee’s wages. Employers may pay the employee’s portion as an employer-offered benefit.

• Employers with fewer than 25 employees are exempt from paying the employer portion of the contribution. However,
such employers who elect to pay into the program will be eligible for grants to help cover the cost of replacement
workers. Regardless of whether such an employer elects to contribute, its eligible employees still will be assessed
the employee contribution and be eligible for paid family leave benefits.

Self-employed individuals and tribal government employers can opt into the program and make contributions at the same 
rate as other employers.

Other Key Provisions
The law provides job protections for employees who utilize the program.  Employers that establish a benefits plan equivalent 
to the FAMLI Program, subject to approval from the Employment Department, are deemed compliant with the paid leave law.

Certain of an employer’s officers, members, or partners may be held personally liable for violations of the law, which carry 
both civil and criminal penalties.

http://www.hranswers.com/


advantage
The Employment Department has the authority to issue a warrant to collect on delinquent accounts. The warrant can be 
enforced by a sheriff in the same manner as a civil judgment.

Finally, beginning January 1, 2025, employees may sue employers for violating the program (potential damages include back 
pay, compensatory damages, and punitive damages).

CLIENT ACCOLADES
Congratulations to all of our clients and friends who made it on the Portland Business Journal’s “THE LIST” ~ We are 
excited for all of you. 

Largest Metro-Area Architecture Firms: GBD Architects, Inc., Hennebery Eddy Architects Inc., and Soderstrom Architects.   

Largest Oregon & SW Washington Commercial Lenders: Advantis Credit Union and First Tech Federal Credit Union.  

Largest Commercial/ Civil General Contractors:  R&H Construction, Anderson Construction Co.,  Fortis Construction, 
Pence Construction, Bremik Construction, Robertson, Olson Construction, Inc., Emerick Construction Co., 
LMC Construction,  P&C Construction, Todd Construction, Lorentz Bruun Construction, I&E Constructions, 
Nutter Corp, James E. John Construction,  INLINE Commercial Construction, and Russel Construction Inc.  

Largest Private Companies in Oregon and SW Washington: A-dec, Inc., Andersen Construction, Fortis Construction, 
and Tillamook County Creamery. 

#ME TOO AT WORK
Now, more than ever, employers can’t react to workplace harassment with rules, education, and training alone.  Culture is the 
key to a harassment-free workplace, and every decision an employer makes within an organization strengthens or weakens 
a culture – from who you recruit, promote and reward to how you respond to bad behavior. 

Culture change, led by HR, challenges everyone in the organization, from the C-suite down, to step back and ask: ‘What do we 
really believe in as a company and workforce?’  If you don’t like the answer, you must be prepared to lead a culture change.

http://www.hranswers.com/
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HRA – OFFICIAL SCHOOL SUPPLY DRIVE IN COORDINATION WITH KGW.

1 in 2 children will start the year without the most basic school supplies. Please help HR Answers, Inc. and  KGW8 
provide kids with the school supplies they need.

How you can help:  

1) Donate $$: Follow this link and make a donation of any size. We will use all of the donation to purchase school
supplies for this event. When you donate to our drive, we will use all of the funds to shop for much needed school
supplies. If every one of our contacts donates just $1 - one dollar, HRA can raise up to $12,000 to help students!  That is a
whole lot of supplies for kids!!     Donate now through August 21st.

2) Drop off: Our collection box is ready and waiting at 7650 SW Beveland Street; suite 130, Tigard, OR 97223.

Donations will be delivered to KGW on August 22nd, 2019. 

#GiveBack #KGW #schoolsupplies #backtoschool

!!

http://www.hranswers.com/
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Information and advice offered through Advantage should not be construed as legal opinion. The material contained herein will not apply 
to all circumstances or to all organizations. Use it as a resource and reference. Should you feel legal advice is required, please consult 
with your corporate counsel.

National month of Crayon Collection, Eye Exam, Family Fun, Goat Cheese, Happiness Happens, Romance 
Awareness, Water Quality, Sandwich, and Wellness.

Aug. 17     

Aug. 22    

Aug. 22      

Coming Up:

Sept. 4 

Sep. 10-    
Oct. 29      

National Nonprofit Day

HRA Workshop– HRA Office – Portland/Tigard
Job Search Support Workshop  
11:00am - 1:00pm
National Tooth Fairy Day

HR Lunch Bunch Webinar – Online / Teleconference     
Gender Identification (non-binary designations)
12:00pm - 1:00pm
HRA Workshop Series – HRA Office – Portland/Tigard 
Supervisory Success 8 Part Series  
8:30am - 12:30pm

Planning Ahead:    

Oct 14-     HRA Workshop Series – HRA Office – Portland/Tigard 
Nov 8       The Engaged Leader 5 Part Series 

8:30am - 12:30pm
Oct 9-11  NHRMA Regional Conference – Portland Convention Center

Come see HR Answers – we’ll be there, we have a booth. 

advantage
FOR YOUR CALENDAR

Open up your Daytimers, Outlook, and all those Smartphones. The following is a look at upcoming events and 
workshops, special days, and other diverse and fun activities you will want to be aware of and schedule.  To register for 
our workshops, go to HR Answers Events, or email your registration form to info@hranswers.com.

AUGUST

http://www.hranswers.com/
http://hranswers.com/events/job-search-workshop-4/
http://hranswers.com/events/lunch-bunch-gender-identification-non-binary-designations-webinar-teleconference/
http://hranswers.com/events/supervisory-success-series-8-part-series-tigard-portland/
http://events.r20.constantcontact.com/register/event?oeidk=a07egh5xnm8aad9578a&llr=qbqhfd9ab
http://www.nhrmaconference.org/2019/


ON MY SOAPBOX

“Whatever the Question”

PLEASE FEEL FREE TO VISIT OUR WEBSITE: 
WWW.HRANSWERS.COM

- Judy Clark, President
SOAP
BOX

advantage

(Image Entertainment)

One of my favorite memories of childhood is sitting on my grandpa’s lap and listening to him read me 
Curious George.  He was the ideal grandfather.  White hair, twinkling eyes, a ready smile, and hefty 
arms suitable for hugging and picking me up.  Even though it was a book I had heard many times, he 
put real emotion into reading it each time.  And he asked questions as he turned the pages, “What do 
you suppose will happen next?  Will he ever get himself out of difficulty?  Do you suppose that he 
will learn not to be so curious?”  I tried hard to have new answers to his questions; except for that last 
one.  Whenever he asked about not being so curious, I answered with authority in my voice (because 
he had taught me to say), “No, being curious is how you learn.”  To which he always replied, “Yes, 
that’s right…so what have you been curious about since I last saw you?”

I am not sure that this childhood ritual was the only thing behind me being such a curious child and then taking that habit 
into adulthood.  But I am sure that it contributed to my sense of always wanting to know more.  

If you look up the word “curious,” you will find numerous definitions all basically saying the same thing.  The one I like best 
is this one, “Eager to learn or know; inquisitive. prying; meddlesome, arousing or exciting speculation, interest, or attention 
through being inexplicable or highly unusual, odd, and strange.”  Curiosity is also known as the defining behavior and 
emotion attributable over a millennia as the driving force behind not only human development, but developments in science, 
language, and industry.

The saying, “Curiosity killed the cat…” is so very true.  Many times, someone’s curiosity got them into deep trouble, and 
sometimes, it even got them killed.  But it also opened the doors of discovery, led us on a path of learning, offered us 
vistas that we would not have ever seen if we were willing to stay safe, or tucked into our familiar surroundings.  And today, 
almost anything is something that we can learn.  The Internet is a best friend to the curious.  

There used to be a commercial on TV.  I don’t remember what it was promoting which suggests that it wasn’t a very good 
commercial.  The commercial showed a gentleman sitting at a computer, and at one point he leans back, his shoulders drop, 
and he exhales.  Then he utters those words that we know cannot be true.  “There, I have done it, I looked at everything on 
the Internet.”  Now, that commercial was on several years ago, so maybe it was possible for it to be true then, but I sincerely 
doubt it.  We know that no matter how long we lived, or how much time we spent sitting in front of that computer, we could 
never even look at a small percentage of what content there is on the Internet.  But imagine how much fun it would be to let 
our curiosity run wild, from topic-to-topic, from mundane to important, from impressive to minute.  

Curiosity promotes learning and scientists have found that our brain activity increases when we are curious about 
something.  So, “Curiosity may have killed the cat,” but the remainder of that saying is, “…and satisfaction 
brought him back.”  Thanks, Grandpa, for the gift of curiosity!

http://WWW.HRANSWERS.COM
http://www.hranswers.com/
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