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Agility for Business 

A few months ago, we had an article on personal agility and we had several follow-up questions 

that came our way, so we thought we’d turn to what it means for a business to be agile. 

The simple goal is for organizations to evolve and thrive in an environment where the demands 

of change are constant. Business agility requires that everyone involved is delivering solutions - 

business and technology leaders, development, IT operations, legal, marketing, finance, 

compliance, security, and others have the ability to compete and thrive by quickly responding to 

market changes and emerging opportunities with innovative solutions and more. This also means 

having the ability to pivot and react quickly, to respond to internal and external factors without 

getting bogged down in bureaucracy. Flexibility is a key word for agile organizations especially 

those who embrace a mindset of continuous improvement. 

There are five trademark characteristics of an agile organization:  

Strategy - the organization's north star is embodied 

across the organization. Structure - the organization has 

a network of empowered teams.  

Process - rapid decisions and learning cycles are the 

norm.  

People - a dynamic people model ignites passion.  

Technology - the organization utilizes next generation 

enabling technology. 

What does agility mean for managers? Managers 

definitely have a role to play. They should enact the 

following shifts in order to allow their organizations and 

the culture within them, to adopt more agile strategies. 

• Embrace change and see it as an opportunity. 

• Enable autonomy with sensible guard rails.  

• Decisions should be fact-based. 

• Concentration on a few, but ambitious, clearly formulated goals with measurable key results 

at the company, team, and individual level. 

• Peer accountability with feedback cycles replaces command and control. 

• Encourage collaboration and remove barriers. 
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So, why agility? The future is unpredictable, and with the world and its technology changing ever 

faster, it is creating greater uncertainty to our needs and requirements. Businesses that embrace 

agility are able to adapt faster, delivering regularly, testing the environment, and remaining 

customer focused. 

A resource to learn more: Leadership Agility: Five Levels of Mastery for Anticipating and 

Initiating Change by Stephen A. Josephs and William B. Joiner.  

 

Romance in the Workplace 

We have a guest author this month.  The following article addresses that subject the surfaces 

every year for February – what to do about employees that fall for one another, especially when 

one is a supervisor or manager, and the other is an employee.  Even in these days of Covid, this 

can still be an issue.  If you have questions, please just give us a call.  Our thanks to Sharon 

Harrington from Amediate, LLC for permission to reprint her article here. 

“Don’t date your honey where you get your money” sounds like great advice in today’s workplace 

climate.  In fact, office romance is at a 10-year low, according to CareerBuilder’s Annual 2018 

Valentine’s Day survey conducted by The Harris Poll.  They report 36% of workers reported 

dating a co-worker, which is down from 41% a year ago. 

As Millennials become the largest workplace population, 

there is no reason to believe the workplace dating trend will 

cease.  Polls show millennials are more likely to engage in 

office romance when compared to earlier generations. They 

see these romantic relationships as having positive effects 

such as improved performance and morale, and many see 

no negative effects. They are also more likely to speak up if 

someone gets out of line with them inappropriately.  At three 

years old this generation was raised to speak up if someone 

touched them in a way that made them 

uncomfortable.  Fortunately, they bring that culture of 

resistance with them to the workplace. 

Office romance can suddenly turn to harassment when the relationship turns sour and the 

attention is no longer welcomed by one of the parties. A one-sided split can be awkward causing 

6% of workers to leave their jobs.  There are a number of ways that workplace romances can 

turn into possible harassment claims such as: 
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• When a subordinate employee claims they consented to a sexual relationship only because 

the conditions of their job was threatened, e.g., demotion, pay cut, being moved to a less 

desirable location or given less desirable work, etc. 

• When third parties in the workplace see the consenting relationship as jeopardizing to their 

careers when they perceive the superior displaying favoritism to their mate. 

• When the breakup is nasty, and either one harasses the other while at work. 

• When one falsely accuses the ex-partner of workplace harassment just for getting revenge. 

• Unfortunately, the list above consists of complaint issues that landed in dispute. 

Since we can conclude workplace romances are here to stay, consider a policy that 

encourages employees to come forward and declare their romance via what is commonly called 

a “love contract.”  42% of employers responding to a SHRM (Society for Human Resources 

Managers) survey said they already had such a love contract in place.  A love contract might feel 

awkward for some employees and could be a revolving door for HR (someone has to monitor).  It 

could put the company in the middle of “too much information,” and who can/will police it.  41% or 

employee romances are kept secret anyway and what about the consenting relationships where 

fidelity is an issue.  Chances are you won’t have those affairs being declared for sure. 

If the company, however, chooses the love contract 

route, it is a transparent pro-active effort to 

acknowledge a workplace relationship is consensual 

and that the couple will abide by stated rules of 

professional and acceptable behavior in the 

workplace.  The love contract should address conflicts 

of interest in hierarchical relationships and how they 

can affect the work environment.  It is important that 

employees understand how such relationships pose 

the greatest risk to the organization by increasing the 

perception of favoritism, charges of discrimination and 

creating uncomfortable work environments for others 

that could elevate to claims of hostility. 

I would not recommend a supervisor provide tips to employees on how to handle a sour 

workplace relationship.  Unless you are a trained counselor, you could potentially make things 

worse.  If you must say/do something, maybe acknowledge your observations and suggest they 

contact EAP (Employee Assistance Program) or google for ideas on how to recover from broken 

romantic relationships.  If problems arise, stick to the same guidelines you would for enforcing 

any workplace policy and address with consistency. 
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There is no need for a supervisor to snoop or pry, however, chances are, you will hear about 

office romance anyway.  According to a SHRM survey, 67% of office romances are revealed 

through gossip.  So, be prepared.  As a leader, be willing to engage the discussion when 

employees inquire and/or you feel there is a business need to address. 

For most employers, mutual flirting and dating are fine if it is consensual, and the relationship 

follows company dating or fraternizing stipulated guidelines.  So, relax.  After all, Barack Obama 

and Michelle Robinson met in the workplace. 

Sharon E. Harrington, MA, CPLP. Amediate, LLC. www.AmediateLLC.com 

 

I-9 Remote Review Pushed to End of April 2022 

U.S. Immigration and Customs Enforcement (ICE) has extended its temporary policy 
allowing employers to inspect Form I-9 documents virtually through April 30, 2022. The policy 
was first issued in March 2020 due to the COVID-19 pandemic and it has been extended 12 
times. 

Under the virtual verification framework, employers who are operating remotely can postpone the 
in-person physical inspection of documents that normally 
happens when completing the I-9 Form. Employers may 
instead examine documents remotely via e-mail, fax, 
secure upload, etc., and complete the I-9 with 
appropriate annotations. 

The normal timelines for I-9 completion remain in effect. 
Section 1 of the form must be completed by the 
employee's start date, and Section 2 must be completed 
within three business days of the start date. Employers 
taking advantage of the relaxed procedures must provide 
written documentation of their remote onboarding and 
telework policy to each employee. 

But the policy comes with a big string attached— that the 
employer must eventually meet up with the employee to 
see those documents in-person. Under their original policy, ICE noted that once an employer's 
normal operations resume, all employees who were onboarded using remote verification must 
report to their employer within three business days to present their documents for in-person 
inspection. 

Since April of last year, ICE has stated that employees are temporarily exempt from the physical 
inspection process until they undertake nonremote employment on a "regular, consistent or 
predictable basis. Note: there's no way to know for sure when the flexibility to review documents 
virtually will end, and once that happens, there will likely be a rush to conduct in-person 
verification and reverification within three business days. A recommendation for employers; 
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consider starting to conduct in-person verifications for those hired and verified remotely. This can 
be done as employees return to the worksite or it can be conducted by a third-party selected by 
you. If you do use a third party understand that the employer will remain responsible for any 
errors in that process. 

In preparation for in-person document inspection, employers should have maintained a list of all 
employees who were verified virtually, when they will be returning to work and the deadline for 
their in-person verification. 

HR should decide who will conduct the in-person verifications, how and when they will be 
reaching out to the affected employees, and how to update the forms after the in-person review. 

 

Legal Reminders 

Each new year brings new laws.  Some years HR Professionals get lucky, with minimal change, 
and others require us to put on our running shoes, stock up on protein snacks, and use our best 
change management skills.   2022 is closer to the “get lucky” side of the scale.  Below is a brief 
outline and reminders of the changes that took place last month in Oregon.  If we can help with 
another state, just give us a call.   

OFLA Amendment – Temporary interruption of hours and eligibility: The new OFLA 
amendments make employees re-employed after a separation from employment or returning 
from work after a temporary interruption of scheduled work hours, within 180 days eligible for 
leave in the following circumstances: 

1. Employees re-employed or returning within 180 days who were eligible for OFLA leave 
(based on the current eligibility criteria described 
above) at the time of their separation from 
employment or the beginning of their temporary 
interruption of work will be eligible to take OFLA 
leave immediately upon reemployment or return; or 

2. Employees re-employed or returning within 180 
days who were not yet eligible for OFLA leave 
(based on the current eligibility criteria described 
above) at the time of their separation from 
employment or the beginning of their temporary 
interruption of work will receive credit for time 
worked for the employer prior to the break in 
service for the purpose of establishing eligibility. 

Employees re-employed or who return to work after a 
separation or temporary interruption of scheduled 
hours of more than 180 days must still re-establish 
eligibility for OFLA leave anew and will not receive credit for prior service. Additionally, the 
amendments also provide that any OFLA leave taken by an employee who has been re-
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employed or who has returned to work within any one-year period will count toward the 
employee's OFLA leave entitlement. 

OFLA Amendment – Eligibility during a public health emergency:  The amendments 
expand eligibility to take OFLA leave for any qualifying 
reason during a period of public health emergency to all 
employees of a covered employer if the employer has 
employed them for at least 30 days immediately before 
the leave begins and  they worked an average of at 
least 25 hours per week during the 30 days immediately 
preceding the leave. 

For purposes of OFLA leave, "public health emergency" 
means a public health emergency declared under 
Oregon Revised Statutes (ORS) 433.441, or an 
emergency declared under ORS 401.165, if related to a 
public health emergency as defined in ORS 433.442. 

The amendments codify recent rule changes by the 
Oregon Bureau of Labor and Industries (BOLI), expanding the list of qualifying OFLA reasons to 
include: 

1. Leave to care for a child of the employee "who requires home care due to the closure of the 
child's school or child care provider as a result of a public health emergency." The OFLA 
amendments do not define "child care provider" or "closure," but the recent changes to the 
BOLI rules include definitions of those terms. 

The OFLA amendments expressly codify the recent BOLI rule providing employers may not 
require employees to provide medical verification of the need for leave for this reason, although 
employers may request other verification, including: 

1. The name of the child requiring home care; 

2. The name of the school or child care provider that is subject to closure; 

3. A statement from the employee that no other family member of the child is willing and able to 
care for the child; and 

4. A statement that special circumstances exist that require the employee to provide home care 
for the child during the day, if the child is older than 14 years of age. 

OFLA Amendment – Gender Language:  Gender language has been removed from the 
statutory provisions related to pregnancy and childbirth-related leave—which previously referred 
only to female employees—clarifying that any eligible employee may take OFLA leave for an 
illness, injury, or condition related to the employee's own pregnancy or childbirth, without regard 
to gender. 
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CROWN Act:  This legislation prohibits employers from discriminating against potential 
employees or current employees based on hairstyles associated with race.  This furthers the 
definition of race as it relates to discrimination.  Specifically, the prohibition is of any physical 
characteristics that are historically associated with race, including but not limited to natural hair, 
hair texture, hair type, and protective hairstyles.  Protective hairstyles are defined as “hair color or 
manner of wearing hair that includes, but is not limited to, braids, regardless of whether the 
braids are created with extensions or styled with adornments, locs, and twists.”     

Oregon Pay Equity Amendments - Hiring Bonuses & Vaccine Incentives: This is a 
temporary exclusion from the pay equity total compensation assessment.  These will expire on 
March 1, 2022. (Applies to lawsuits files on or after April 29, 2021.) 

Driver’s License Requirements – Conditioned:  Prohibits Employers from requiring as a 
condition for employment or continuation of employment, an employee or prospective employee 
to have a valid driver license unless the ability to legally drive is an essential function of the job or 
is related to a legitimate business purpose.  This bill also prohibits an employer from refusing to 
accept from an employee or prospective employee, as an alternative to a driver license, any 
other identification documents that are deemed acceptable for the purpose of forms prescribed 
by the United States Citizenship and Immigration Services that are used for verifying the identity 
and employment authorization of individuals hired for employment in the United States.  

Unsafe Work Conditions Complaint – Extension 
to File: Employees now have one year to file a BOLI 
complaint alleging retaliation or discrimination for 
reporting unsafe working conditions. Previously, filing 
was required within 90 days of when the employee or 
prospective employee has reasonable cause to believe 
that the violation has occurred.  

Noncompetition Agreements – Further 
restriction:  1) Changes the language to “void” 
meaning non-compete agreements that do not satisfy all 
of the statutory requirements will be void and 
unenforceable even if the employee does not take steps 
to void the agreement. While this is a nuanced issue, it 
makes enforcing noncompete agreements even more 
difficult for employers. 2) A non-competition agreement is voidable if the restrictions go beyond 
12 months. This was previously 18 months. 3) The salary threshold, at the time of termination, 
has been clarified that an employee’s gross salary and commissions must exceed $100,533, 
calculated on an annual basis. 4) The salary provision also allows employers to overcome the 
salary threshold mentioned in 3, if it states in writing that during the restrictive period (up to one 
year) the employer will pay the employee the greater of at least 50% of their gross annual base 
salary and commissions at the time of termination or 50% of $100,533 and as adjusted for 
inflation.  

Work Scheduling Law – Allowable Employee Input:  Oregon employees, in certain 
industries, have the right to give input on their work schedules without fear of retaliation. SB 716 
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clarifies that child care needs are a reason that employees may identify in having limitations or 
changes to their work schedule. This statute applies to retail, food service, and hospitality 
businesses with 500 or more employees worldwide. It is important to note that this sector of 
businesses are also subject to Oregon’s predictive scheduling law, which requires covered 
businesses to provide at least 14 days’ notice of a worker’s schedule. An employee’s request for 
reasonable accommodations could entail not being scheduled to work shifts during certain times 
or at certain locations. Employers may require an employee to provide reasonable verification to 
support their request and the employer is responsible for any costs to the employee, such as lost 
wages, for providing any requested medical verification. Employers are not obligated to grant an 
employee's request and may not retaliate against an employee for making a schedule request. 

And don’t forget: OSHA recordkeeping deadlines approaching. At the end of every year, 
employers covered by OSHA’s workplace injury and illness recordkeeping requirements must 
review their 300 Log for accuracy and complete the 300A Summary based on the Log. The 
Summary must be physically posted, in place where employees are used to finding notices, from 
February 1 to April 30. During that time, you must make sure that the Summary is not removed, 
altered, or defaced. 

Form 300A reports an employer’s total number of deaths, 
missed workdays, job transfers or restrictions, and injuries 
and illnesses as recorded on Form 300. It also includes 
the number of workers and the hours they worked for the 
year. Note that you must complete and post the Summary 
even if you had no recordable injuries or illnesses for the 
entire year. 

In addition, certain employers must submit the data from 
their 300A Summaries electronically to OSHA. Employers 
covered by this requirement include: 

• Establishments with 250 or more employees that are already keeping OSHA’s workplace 
injury and illness records; or 

• Establishments with 20-249 employees that are also listed as specific high-hazard industries 
in OSHA’s regulations. 

Electronic submissions are due to OSHA by March 2, 2021, through the agency’s Injury Tracking 
Application. OSHA began collecting the data for calendar year 2020 on January 2, 2021. 

A few common errors to watch out for include: 

• Including first-aid only incidents on your injury log/summary. Remember, non-recordable 
cases must be kept separate in terms of your OSHA log. 

• Checking more than one case type. While cases may change, make sure to update your 
records. Don’t forget to update day/restriction counts. 

• Not putting at least one day of restriction for restricted cases, even if there’s also lost days. 
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• Not putting at least one day of days away for cases involving lost days, even if there are 
restrictions. 

• Not counting temporary workers in the hours worked part of the form. This figure should 
reflect the actual number of hours worked by employees. OSHA requires employers to 
include hours worked by salaried, hourly, part-time and seasonal workers, as well as hours 
worked by other workers subject to day-to-day supervision by your establishment (e.g., 
temporary help services workers). Do not include vacation, sick leave, holidays, or any other 
non-work time, even if employees were paid for it. If your establishment keeps records of only 
the hours paid or if you have employees who are not paid by the hour, estimate the hours that 
the employees actually worked. 

• Not having a company official sign the summary form. OSHA requires that the company 
executive who certifies the log must be one of the following persons: (1) An owner of the 
company (only if the company is a sole proprietorship or partnership); or (2) An officer of the 
corporation; or (3) The highest ranking company official working at the establishment; or (4) 
The immediate supervisor of the highest ranking company official working at the 
establishment. 

Remember, your summary is a reflection of your reviewed/accurate injury and illness logs. It is 
also the vehicle that communicates important information to your workers when the form is 
posted.  
 

Alert: OSHA Vaccine Mandate Update 

01/14/2022: Are your inbox, social media, and news feeds full of information about the Supreme 
Court’s ruling on the proposed vaccine mandate? Ours are! Below is a brief summary of 
important points.  

What happened (legally speaking): 

The Supreme Court reapplied the temporary injunction blocking the Occupational Safety and 
Health Administration (OSHA) from enforcing the Emergency Temporary Standard (ETS) that 
would have required all employers, with 100 or more employees, to implement one of two types 
of vaccination requirement policies. 

The Sixth Circuit Court will resume assessment of the legal challenges. This means additional 
decisions will be made and those could result in additional Supreme Court involvement. 

All of this means stay tuned, the final words have not been spoken. 

What should you do now? 

Most importantly, follow your state specific requirements. A list of links to various states and 
oversight entities can be found on our website.   

As always if you have questions about this or other HR related topics give us a call. 
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2021 Oregon Business Magazine Rankings  

Congratulations to our clients who made the list! 

 

Ranked By Number of Licensed Professionals – Architecture, Engineering, Design 

#4 GBD Architects 

#8 Hennebery Eddy Architects 

 

Ranked By Number of Lawyers – Law Firms 

#19 Black Helterline 

 

Ranked By Oregon Deposits – Banks 

#19 Evergreen Federal Bank 

#21 Beneficial State Bank 

 

Ranked By Number of Licensed Agents – Commercial Insurance 

#2 KPD Insurance 

#5 LaPorte & Associates, Inc. 

#6 Elliot, Powell, Baden & Baker, Inc 

 

Ranked By Number of Total Shares & Deposits – Credit Unions 

#6 Advantis Credit Union 

#16 Wauna Credit Union 

#18 Inroads Community Credit Union 

#21 Pacific NW Credit Union 

#23 Pacific Crest Credit Union 
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Oregon Business 100 Best Companies to Work For 

Large Organizations 

#7 Andersen Construction 

#15 LMC Construction 

#22 Pacific Landscape Management 

#26 Whitaker Ellis Builders 

Medium Organizations 

#19 Hagan Hamilton 

#34 Convergence Networks  

Small Organizations 

#6 Steele Electric 

#9 Percipio Consulting Group 

#13 Oregon Restoration 

 

Oregon Business 100 Best Non-Profits to Work For 

Large Organizations 

#7 Emerald People’s Utility District 

#24 Partnerships in Community Living 

#26 Exceed Enterprises 

 

Oregon Business 100 Best Green to Work For 

#11 Lorentz Bruun Construction  

#20 Pacific Landscape Management 

#28 Sokol Blosser Winery 

#65 Oregon Restoration 

#76 Steele Electric 

#78 DeSantis Landscapes 

#92 Fortis Construction 
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With the available talent for open positions being scarce employers are turning to a variety of 
sources to cast a wider net. Here are few sites dedicated to working with individuals who have 
disabilities to assist you in conducting better and compliant interviews while also offering 
suggestions for interviewing remotely. 

• Employer Assistance and Resource Network on Disability Inclusion www.askearn.org  

• Job Accommodation Network: www.askjan.org  

• If you are a member of SHRM we also encourage you take a look at 
www.employingabilities.org 

Holding People Accountable 

Q: I have a problem. Our business results are below expectations and upper management 
believes it’s because our supervisors are not holding their employees accountable for results. I 
have witnessed times when an employee does something not according to policy and the 
employee’s immediate supervisor does nothing. We have had a variety of training courses in 
supervisory skill development, so I know the supervisors have been exposed to how to set 
expectations, how to observe and measure results, how to provide performance feedback, etc. It 
just seems that they do not want to address the employees about performance concerns 
because they don’t want to give the bad news. 

The business unit vice president wants to start firing the supervisors. I don’t think that is the 
solution. I think we need to get our supervisors comfortable with approaching their employees 
about the performance issues. Any ideas on how I can convince upper management? 

A: You certainly are asking a good question. Why is it that people who have been trained in a 
specific skill don’t use it?  

When people don’t enact a certain behavior, it’s usually for one of two reasons. They don’t want 
to do it, they don’t know how to do it, or both. When your bosses suggest that maybe they should 
start firing supervisors, it sounds as if they’ve made the following diagnosis: “The supervisors 
simply don’t want to do what they should do.  Everyone knows it isn’t fun holding employees 
accountable, so maybe firing a few will add an extra incentive to those who are left behind. 

https://askearn.org/
https://askjan.org/
https://employingabilities.org/
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This is hardly the correct solution. It’s more an act of frustration and desperation and will likely 
cause a whole host of new challenges. It also doesn’t model what the bosses want the 
supervisors to do when dealing with employees who aren’t living up to their expectations. Firing 
them is not the best option and there are better options. 

Here’s what we’ve generally found to be true with 
reluctant supervisors. It’s often an issue of perceived 
ability. Supervisors don’t have confidence that what they 
have learned will actually work when dealing with their 
employees. This can stem from one of several different 
sources. They may have only been given general 
directions, but don’t know exactly what to do and say. If 
supervisors have been given actual skills or best 
practices, they may not feel as if they know how to do 
them yet. Perhaps they weren’t given enough time to 
practice until the language was comfortable and the 
method became second nature. 

Beyond effectiveness, you have to deal with relevancy of 
the training they’ve received. Did the supervisors see what they learned as something that would 
actually work with their people? Those in the training look at the examples taught and think, “My 
people would never react like that.” If the skills feel or sound out of date or out to lunch, who can 
blame the learners for discounting the material and not using it at work? It’s possible that the 
training the was well intended but wasn’t skill based enough, relevant enough, or long enough to 
create comfort. 

Another common hindrance is related to social issues. If you’re asking supervisors to now hold 
people accountable to standards that you used to let go, who’s going to be the first to step up? 
Who wants to run the risk of being seen as “tough” while everyone else is letting the issue slide? 
So, people wait for others to say something before they speak up. 

If this is the case, it’s important to meet as a supervisor group, talk about the new expectations, 
explain the need for the (new) standard, and then hold people to it as a group. If you haven’t had 
these conversations, supervisors are going to stay mum. Nobody wants to look inconsistent. 

What if the standard you’re asking people to keep is something you’ve asked for before, maybe 
even for years, but never really held people accountable to keep? You’ll have to make this sad 
truth part of your explanation to teams as you talk about the new/old standard. People are smart. 
They know you’ve been lax and that they’ve gotten away with poor performance. This is just 
reality, and you have to own up to the fact that you’ve been too lenient and you need to address 
this head on. 

So, what’s a person to do in the face of these possibilities? You’ve got to get to all the underlying 
causes. Expand your search for causes beyond simply “the supervisors don’t want to do what 
they’ve been told to do.” Think about what may be making it difficult for them to hold others 
accountable–what barriers could be removed? What motivation and ability components are 
coming into play here? There are bound to be several. 
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Expanding benefits to attract candidates. In the SHRM 2020 Employee Benefits  Survey 
employers have expanded the following benefits in response to the COVID-19 pandemic and to 
counter the ongoing labor shortage: 

70% Employee options for telework  

43% Telemedicine services  

39% Lead to care for children  

27% Moved to care for adult family  

25% Mental health services  
 

In addition, they shared the top 5 reduced 
employee benefits (percentage of 
respondents who indicated their 
organization reduced the benefit)  

7% Employer match for 401(k) plans  

4% Compensation including hazard pay  

2% Employee options for telework 

1% Student loan repayment plans 

1% Childcare benefits   

 

 

 

In any case, stick to your principles. Conduct a quick diagnosis and then share with the boss(es) 
the various elements that are leading to the supervisors’ reluctance. Armed with a more complete 
picture as well as a more complex solution, they won’t feel compelled to fire people who are 
caught in a web of challenges that are keeping them from doing what you want.  Join us for a 
program on Reinforcing Accountability on February 4th.  

Is there a question you would like us to answer?   

Email the question to info@hranswers.com and include the subject “newsletter question”.   

We will publish the answer in our next issue. 

https://hranswers.com/events/supervisory-short-reinforcing-accountability/
mailto:info@hranswers.com
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Nameless and Excluded. According to NameCoach despite the increased attention to diversity, 
equity, and inclusion at many organizations, a recent survey at 1,060 U.S. respondents found 
that 44% had their names mispronounced in the interview; 41% had their names mispronounced 
in a customer meeting. In another question of the 74% who admitted they have struggled to 
pronounce a coworker's name at work, 22% said they didn’t introduce someone because they 
didn’t know how to say the person’s name, 16% said they didn't talk to a coworker out of fear of 
not knowing how to say the individuals name, and 13% didn't call on someone in a meeting 
because they didn't know how to pronounce a person's name.  

 

Millennials are middle aged; and they are rethinking (what we need to know). 

34% of Millennials are currently searching for jobs, compared with 23% of members of 
Generation X and 9% of Baby Boomers/Traditionalists. 
Source: Harnessing the Great Resignation—Supplemental Research, SHRM, October 2021 

Millennials (61%) are more likely than members of Generation X (57%) and Baby Boomers/
Traditionalists (39%) to say they feel depleted at the end of the workday. 
Source: SHRM Mental Health Refresh, 2021. 

If these generational stats are speaking to you join us for a virtual workshop on February 17th on 
Managing Generational Differences. Register Here. 

 

 

 

https://hranswers.com/events/managing-generational-differences/
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"The first step towards getting somewhere is to decide you're not going to stay where 
you are." - J.P. Morgan 

 

"The most wasted day of all is that during which we have not laughed." 
- Sebastian R. N. Chamfort 

 

“More failure has been caused by indecision than poor decisions." - Darren Hardy 

 

"The wise person is one who doesn’t lose the child’s heart and mind."  - B.C. Mencius 

 

“Time either promotes you or exposes you.” - Jim Rohn 

 

“Put your heart, mind, and soul into even your smallest acts. This is the secret of 
success.” - Swami Sivananda  

 

“The only difference between failure and success is often simple persistence.”  

- Darren Hardy 

 

“If you want others to be happy, practice compassion. If you want to be happy, 
practice compassion." - Dalai Lama 
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02   HR Lunch Bunch: Retaining Employees 

04   Supervisory Short: Reinforcing Accountability 

08   HR Top Priorities for Small Business 

09   Technical Skills: Prevention of Discrimination, Harass-

ment, and Retaliation 

16   Technical Skills: Fair Labor Standards Act (FLSA): 

Tips & Tricks to Compliance Success 

17   Managing Generational Difference 

24   Soft Skills: Self-Awareness 

02   Lunch Bunch: Managing Change 

02   Technical Skills: HR Records Management 

04   Employee Appreciation Day! 

04   Supervisory Short: Emotional Intelligence 

08  Technical Skills: Employee Leaves: Protected, Discre-

tionary, Paid or Unpaid  

10   Succession Planning: Retirements/Turnover—Are You 

Ready? 

16  Ideas for Creating a Happy Workplace  

17  Mental Health: Impact on Your Workplace  

31  Soft Skills: Developing Your Influence  

https://www.inspirus.com/blog/10-ways-to-wow-your-workforce-on-employee-appreciation-day
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01   Supervisory Short: Setting Expectations 

06   HR Lunch Bunch: Coping with Interpersonal Conflict 

14   Creating a Culture of Belonging 

14   Auditing Oregon Pay Equity 

19   Prevent Employees from Becoming Plaintiffs 

20   Foundations of Leadership 

21   Workplace Violence 

27   Mindfulness 

28   Soft Skills: Customer Service  

REGISTER 

Visit our website for a list of upcoming 

conferences and events where you can see us! 

 

 
WEBSITE 

https://hranswers.com/events/
https://hranswers.com/conference-events/


 20 

 

 

I just closed the door behind a visitor. We lingered over a cup of coffee for a 
couple of hours sharing stories. She had lost her life partner very recently. We 
have that in common, although mine was a few years ago. We sat at my dining 
room table and talked about a variety of topics. It has been only a few minutes 
since she left, and I feel more energized and rejuvenated. Friendship does that for 
me.   
 
It made me think about the effect of friendship, or maybe it is really the power of 
friendship. Those who know me well can guess what my next action was…I went to the internet 
to see if someone had addressed this feeling I was having.  
 
The book, The Power of Friendship by Jan Yager, says this:  
 

“The scientific literature offers plenty of insight on what close friends do for us. They give 
us confidence and bolster our sense of self, especially during tough times. They increase our 
sense of purpose and belonging. And they significantly influence some of our most important 

behaviors.”   
 
I also found this statement which addresses my inquiring mind:  
 

“Friendship plays a key role in emotional growth and mental health. It boosts your happiness. 
Talking with a friend lowers blood pressure and reduces the risk of depression. Hugging, 

listening, sharing, connecting, and celebrating life with friends decreases stress. That’s what 
friends are for; they help you live longer.” 

 
And then there is this, my favorite toast for New Years’:  
 

“There are tall ships and small ships, and ships that sail the sea—but the best ships are 
friendships, so here's to you and me!" 

 
Friendship means being familiar and liking of each other's mind because it is our minds that 
create friendship, the sync up. People who are friends talk to each other more honestly than 
most other relationships. Sometimes, there is more honesty between best friends than there is 
with the significant other.  Friends usually spend time together on a regular basis. But many 
friends do not connect that often, but when they do, there is an instant reconnection, and they 
feel as though no time has passed since seeing each other last.  Friends trust one another and 
help each other when they are in trouble or are hurt. Friends are people that can be counted on, 
looked up to, and trusted. 
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Friendship has long been the subject of research trying to understand why some people click and 
why others are cordial with one another, but no deep connection is made. Much of this was 
written in the 20th century, but not all. Aristotle spent about 10% of his writing and thoughts on 
friendship. He's unique among philosophers in the sense that he devoted a lot of time and 
thought to the question of friendship. Aristotle figured there were three kinds of friendships: 
 
• Friendships of utility exist between you and someone who is useful to you in some way. 
• Friendships of pleasure exist between you and those whose company you enjoy. 
• Friendships of the good are based on mutual respect and admiration. 
 
If you want more information about these you can read about them on the Marie Claire website  
or the many articles that Psychology Today provides. 
 
If we think about it, we can probably identify some individuals that would fall into each of those 
categories. 
 
Aristotle is not the only writer of note to opine on this topic. Writer Anaïs Nin opined that “Each 
friend represents a world in us, a world possibly not born until they arrive, and it is only by this 
meeting that a new world is born.” As Nin conveys, friendship can elicit joy, companionship, and 
growth—enriching our entire experience of the world.  There is an excitement that occurs when 
we meet someone and discover that we have much in common or when we find them fascinating 
and they seem to feel the same way about us. There is a mutual desire to spend endless hours 
sharing passions, little-known information, and laughter. Friendships are often about laughter. 
Laughter is about positive energy, and it draws us closer to particular people. Shared laughter 
can forge a bond; we desire to be with that person who makes us laugh. When both parties make 
the other laugh, there is a synergy and a closeness that others cannot penetrate. 
 
There is even a website that can link you up to others that may be friends for you. It is not a 
dating site; it is a free site that describes itself as fulfilling the need for positive relationships in 
our lives. They say, “Because friendships contribute to a healthier mind and body yet over time 
and for many reasons our friendships can diminish. Amintro makes it easier for adults 50+ to 
make more friends and expand their social circles.” They have an age restriction because they 
have found that advancing age allows us to leave behind some friends because of life-style 
changes, and we may have difficulty finding new friends that are at the same stage in their lives. 
 
The converse of friendship might be described as loneliness or solitary. We have less 
stimulation, less reason to speak, less positive emotions. And the older we get, our circle of 
friends is reduced through death, moving out of our life-long houses and neighborhoods, and 
sometimes health concerns. It can take a major effort to stop our lives from getting smaller. Either 
we pick up ourselves and find a way to make new friends, or sometimes it is a family member 
who shakes us out of our lethargy and challenges us to make more of our lives. Regardless of 
who it is, they are doing us a major service by reminding us of what joy we can experience by 
building new friendships.  
 

https://www.marieclaire.com/sex-love/a4028/friendships-aristotle-utility-ethics-lifestyles/
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Editor: Deborah Jeffries, SHRM-CP, PHR, CPC: Advantage is published monthly and is designed to provide information on regu-
lations, HR practices, and management ideas and concerns. The intended audience is managers, supervisors, business owners, 
human resources professionals and labor relations professionals. If you have questions about the content, an opinion about the 
information, or questions about your subscription, please call us at 503-885-9815 or email us at info@hranswers.com 
 
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 legal counsel. 

 

I want to close by thinking all the people who have been friends regardless of the reason. I have 
not always been a good friend in return. I could offer a number of excuses, the business, my out-
of-town schedule, teaching at night at three universities, but the honest answer is I didn’t work as 
hard as I should have at being a friend. I regret that, more than anyone will know. So, my New 
Year’s resolution is to be a better friend, and to have more friends to laugh with.      
 

Judy Clark, Principal and Founder 

 
To see more of  Judy’s writing and read the history of HRA Answers, visit our website. 

mailto:info@hranswers.com
https://hranswers.com/hra-history/

