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By Jeff Christie
& Dave Sharar

Employee assistance profession-
als carry a distinct and person-
al moral obligation of

accountability for our professional
behavior and decision-making. Our
work touches many lives, consequent-
ly, we have a duty to regularly reflect
on its moral impact.

However, as we know today’s
workplaces are more complicated, and
interconnected, than ever before.
Consequently, EA professionals are
coping with numerous marketplace
and financial pressures, and as a
result, they are confronting new, and
unanticipated ethical dilemmas. 

Recognizing this concern, the
Employee Assistance Professionals
Association (EAPA) set the wheels in
motion in recent years to update its
Code of Ethics. 

Background
Revamping the code dates back to

2006, when the EAPA Ethics
Committee surveyed EA professionals
to gauge their perceptions regarding
ethical challenges and the degrees of
commitment to ethical conduct. The
results indicated that while the field is
committed to high ethical standards,
significant work was needed to 
update and disseminate a revised 
Code of Ethics.

Basically, the code at that time,
while instructive, had a general lack of
guidelines in the complex area of
business-related ethics. As a field, we
recognized that without a revised
code, we were vulnerable to ethical
breaches that are difficult to predict
and even contemplate.

The following year, the Ethics
Committee was re-organized into a
task force that was charged with the
single purpose of drafting a new code.
Members of the task force were
selected on the basis of their willing-
ness to serve, their distinguished
accomplishments and tenure in EAP,
and their commitment to improve
upon existing ethical standards.

Dave Sharar and myself served as
co-chairs. Other members were:

• Scott Cullen-Benson;
• Henrietta Menco;
• James O’Hair;
• Marilyn Rumsey;
• Linda Sturdivant;
• Beverly Brem;
• James Printup;

• Stephanie Beer, UK; and 
Kaoru Ichikawa, Japan (international
representatives); and

• Jan Price, EAPA staff liaison.

The code was subjected to an
extensive review process. The task
force’s initial draft was reviewed by
the Employee Assistance Certification
Commission (EACC) and was open
for comment among the general mem-
bership. The final draft was reviewed
and approved by the EAPA Board of
Directors in 2009. 

Principles & Responsibilities
The code is composed of a pream-

ble, featuring a purpose statement and
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six ethical principles; in addition to
seven responsibilities that define the
parameters of ethical conduct. All
seven aspects need to be consulted to
determine EAPA’s position on a par-
ticular ethical issue. More specifically,
these areas are as follows:

Ethical Principles
 Service — The unique core

technology of employee assistance
allows EA professionals to minimize
the impact of personal and/or work
problems on productivity and safety.
EA professionals are most effective
when they are seen as professional,
competent, and impartial.

 Beneficence — EA profession-
als diligently work to benefit the indi-
viduals and organizations they serve
and to protect the welfare and rights of
those with whom they interact profes-
sionally. It is expected that conflicts
will occur, and that in finding resolu-
tion, the EA professional will seek to
avoid or minimize the amount of harm
that may occur.

 Fidelity — EA professionals
create trusting relationships with key
stakeholders within the organizations
they serve. Trusting relationships 
are developed with the individuals
they counselor or with whom they
consult, individuals who may be 
under duress or who are faced with
difficult choices.

 Integrity — EA professionals
work to maintain and promote high
standards of practice. They strive to
clarify professional boundaries to min-
imize confusion of roles and out-
comes.

 Respect for client’s rights —
EA professionals value the dignity of
all people and the rights of individuals
to privacy and confidentiality. They
also value the organization that 

provides the contracted services and
the corresponding needs, rights, 
directives, and mandates of the 
organization.

 Competence — EA profession-
als work to become and remain profi-
cient in professional practice and the
performance of professional functions.
They will provide services and repre-
sent themselves as competent only
within the boundaries of their educa-
tion, training, license, certification or
other professional training.

Responsibilities
1. Responsibility to colleagues and

other professionals: covers interdisci-
plinary teamwork, confidential infor-
mation, respect, disputes, impairment,
incompetence, supervises/interns, and
non-discrimination.

2. Responsibility to employees as
clients: covers informed consent, pri-
vacy, screening and assessment, refer-
rals, follow-up, sexual conduct,
competence, representation of qualifi-
cations, non-discrimination, avoiding
harm, full disclosure, and
telephone/remote technology.

3. Responsibility as professionals:
covers boundaries, continuing educa-
tion, supervision/consultation, integri-
ty, and acknowledging credit.

4. Responsibility to employers or
work organizations: covers accurate
representation of capacity, contracting
truthfully, honesty in reporting, provi-
sion of training and consultation, con-
fidentiality, consultation on work
conditions, commitment to employers,
billing, and pricing/rate setting.

5. Responsibility in conducting
research: covers informed consent,
institutional approval, inducements,
avoiding injury, reporting results,
avoiding plagiarism, publication cred-
it, confidentiality, relationships, and
disclosure of sponsors.

6. Responsibility to vendors and
providers: covers selection/contract-
ing/pricing, conflicts of interest, pay-
ment, non-discrimination.

7. Responsibility to the employee
assistance profession and broader
society: covers advertising, marketing,
sales, and public statements.

The code can be found in its entire-
ty on EAPA’s website at
www.eapassn.org. Once there, click
on “About Employee Assistance.”

Summary
The task force hopes that the new

Code of Ethics will serve as a valu-
able resource and educational tool for
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Individuals who are well attuned
to their work habits and body
clocks can better schedule their
time and avoid suffering productiv-
ity slowdowns later in the day.

Accountemps suggests the 
following tips to avoid the after-
noon lull:

 Planning makes perfect.
Don’t delay difficult activities
until the end of the day, when
your energy and enthusiasm may
wane. Use this time to catch up on
basic tasks, such as responding to
routine emails, organizing files, or
planning the next workday.

Do you know what time of
day you work best? Does
it matter? You bet! In fact,

a recent survey confirms what 
our bodies tell most of us — that
we run out of steam as the day
wears on.

An estimated 33% of execu-
tives surveyed by Accountemps
said that 4 p.m.-6 p.m. is the least
productive time of day for
employees. Lunchtime, or noon-2
p.m. came in a close second, cited
by 29% of respondents.
Conversely, only 2% said that 10
a.m.-noon is not a productive time
of day for workers.

individuals in the EAP field that wish
to apply a revised code in order to
better deal with the complex chal-
lenges in a rapidly changing world.

By reviewing the code, the task
force also hopes that the ethical
aspects of choices involving individ-
ual clients and organizations, col-
leagues, and referral sources are
brought to a heightened level of 
consciousness, and ethical decisions
can be applied with consistency and
predictability. 

In addition, EA professionals may
also take advantage of ethics educa-
tion at the EAPA Learning Center.
Send an email to ethics@eapassn.org
to ask an ethics-related question or to
make a comment.

Jeff Christie, LCSW, CEAP, is manager of the
Halliburton Employee Assistance Program. He has
presented more than 50 seminars on aspects of EAP
practice, specializing in ethics. Jeff may be reached
at (281) 575-3903 or email
Jeffrey.Christie@Halliburton.com. David Sharar,
Ph.D., is the managing director of Chestnut Global
Services, an international EAP and expatriate sup-
port firm. He has authored more than 40 articles
related to EAP research and practice. Dave may be
contacted at (309) 820-3750 or email
dsharar@chestnut.org.

Ethics continued from Page 2

 Get a breath of fresh air.
Periodically stretch or take a short
walk to refuel your energy. Enjoy
your lunch outside (weather per-
mitting). Even a few minutes away
from your desk can help you
recharge and be more productive.

 Don’t skip lunch! Missing
meals is a recipe for afternoon
malaise. No matter how busy you
are, take time for a nutritious meal
midway through the day, and
healthy snacks inbetween.

Source: Accountemps 
(www.accountemps.com), a division of
Robert Half International (www.rhi.com).

I thank Dave Sharar
and Jeff Christie for
their persistence in
providing this
month’s article on

EAPA’s recently revamped Code of
Ethics. Dave and Jeff first submitted a
story about the code in 2008, and EAR
thanks them for making a second, fol-
low-up article on this topic a reality.
We also hope this month’s Brown
Bagger provides some ideas on how a
Code of Ethics can be implemented in
the workplace.

*****
EAR reminds readers to use the

entire link for website URLs that we
provide in this newsletter, as it can
make a difference where the link takes
you. For example, there is an Impact
Publications in Virginia that does not
use a hyphen between Impact and
Publications as we do, so some URLs
are fussy.

Recognizing that a URL isn’t of
much help if the link directs you
somewhere else, we doublecheck
them before each newsletter is printed.

Editor’s Notebook
This includes how Web addresses
break from one line of text (in print)
to the next. As stated, sometimes
something as simple as a hyphen can
make a difference.

The gist of the matter is: EAR real-
izes that providing website links can
be a great way for readers to find
additional information on a given
topic, especially since space is limited
in an 8-page newsletter.

We try to anticipate potential snags
readers might run into, but no one is
perfect. We’ll keep striving to do our
best, but we also ask for your help
when providing links within articles.
When typing (or copying) links from
your Web browser, please double
check for accuracy before submitting
it to us by clicking on the hyperlink
that you copied to ensure it takes the
reader to the desired website. Until
next time.

Mike Jacquart, Editor
(715) 258-2448

mike.jacquart@impacttrainingcenter.net

Workplace Survey

It Pays to Know Your Body Clock



By Sean Fogarty

According to the 2009
Watson Wyatt
Staying@Work Report,

nearly half of employers reported
an increase in their workers’ use of
employee assistance programs.

Not only do I expect usage to
continue to grow, but I believe
employers will look to integrate
EAP with other components of
their health management strategy.

I predict the following trends
will emerge this year:

#1: EAPs with a mental health
and substance abuse (MH/SA)
gatekeeper component will be
used to combat rising health care
costs stemming from the Mental
Health Parity and Addiction
Equity Act. This legislation pro-
hibits group health or self-insured
plans covering more than 50
employees from imposing caps or
limitations on mental health treat-
ment or substance use benefits that
are not also applied to medical and
surgical benefits.

As a result, many employers
will be forced to increase the men-
tal health and substance abuse cov-
erage in their existing benefit plan
in order to comply. Employer
groups, particularly those that 
are self-insured, are concerned
about the resulting increase in
health care expense.

No benefit is better prepared to
offset the financial impact of the
Parity bill than an EAP with an
MH/SA gatekeeper component.
Appropriate cases are directed to
the EAP at the point of entry —
while members with acute mental
health or substance abuse needs are
guided to the appropriate level of

care within the benefit plan. This
optimizes patient care and 
helps prevent significant health
care cost increases.

#2: To combat the rising costs
of psychotropic medications,
EAPs will increasingly be inte-
grated into an employer’s phar-
macy benefit. Drug costs continue
to rise even faster than overall
medical costs. An EAP-based phar-
macy intervention program is
uniquely qualified to handle this
problem. If the course of action set
by the doctor is appropriate for the
employee’s issue, the EAP clini-
cian may suggest short-term coun-
seling within the employee
assistance program as a comple-
ment to the medication — or 
assist the member in finding a 
psychiatrist within the benefit 
plan who can more precisely treat
the condition.

However, if the EAP clinician
feels that the course of action is
not appropriate, the clinician will
work with the member and physi-
cian to develop a treatment 
plan consistent with the member’s
condition.

#3: EAPs will play a more
active role in working with
employees who file a disability
claim. The American Psychiatric
Association estimates that 20%-
40% of all disability claims have a
psychiatric diagnosis that con-
tributes directly to the disability
and increases the length of time the
employee misses work. However,
when an employee goes on disabil-
ity leave, the mental or behavioral
health component is often ignored. 

By addressing behavioral issues,
the EAP has a direct impact on the
duration of the claim. According to
one study, workers who accessed

their EAP while on short-term dis-
ability leave returned to work
twice as often at the conclusion of
the claim than employees who did
not have an EAP available to them. 

#4: Employers will require
more connectivity between the
EAP and other components of
their health management strate-
gy. Businesses are projected to pay
6.5% more, on average, for health-
care insurance in 2010 than they
did in 2009, according to Hewitt
Associates Inc. 

Most experts believe that 50%-
75% of America’s health care costs
stem from problems caused by
lifestyle choices that put individu-
als at risk for a myriad of chronic
conditions, such as diabetes, heart
disease, and stroke, to name a few.
The one component that focuses
the most on behavior change (the
EAP) has been historically left out
of the conversation — and well-
ness is a behavioral condition, not
a physical one.

#5: Employers will be proac-
tive in working to overcome the
stigma surrounding an EAP.
More than ever, employers are
realizing that marketing the full
scope of EAP benefits, and pro-
moting the preventive nature of the
program reduces the stigma associ-
ated with EAP.

As employees understand that
EAP is a confidential resource to
help them address challenges in
their lives before their work perfor-
mance is impacted, awareness and
acceptance will increase, and utiliza-
tion rates will rise accordingly.

Sean Fogarty is a Senior Vice President at
CuraLinc Healthcare (www.curalinc.com). For
additional insights, Fogarty can be reached at
sfogarty@curalinc.com. Editor’s note: Due to
space limitations, this is a condensed version of
Sean’s article. This article represents this author’s
views, and are not positions taken by EAR.
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By John K. Skousen

For companies that have to
decrease salaries in order to
stay afloat, what can they do

to maintain employee morale,
while ensuring they comply with
employment laws? Consider the
following tips prior to trimming
employee pay:

Give appropriate notice —
Before taking action, companies
must determine their state’s specif-
ic employment laws. California,
for instance, requires an employer
to notify employees of any salary
changes before they perform any
work at the new rate of pay. Offer
plenty of notice — at least one pay
period — before imposing any
changes for cost-saving reasons.
This will show respect for affected
employees, giving them time to
make necessary adjustments.

Communicate openly –
Unless specific considerations pre-
vent the disclosure of details, com-
pany leaders need to explain why
changes must be made. Provide an
estimated timeframe for how long
the changes might last, emphasiz-
ing that this could change. Remain
open and honest with employees
in order to retain their trust. 

Commission reduction: If a
sales-driven company must
decrease employee commissions,
timing must be cautiously planned.
For example, if a change is made
in the middle of a monthly com-
mission plan, administrative chaos
and possible errors are likely to
ensue if two different measures
will apply. And payment errors
pose a liability to the employer.
Moreover, a mid-cycle commis-
sion reduction might dim employ-
ee ambition, leading to lower
production for the commission-
measuring period.

Make smart cuts, not quick
cuts — When making cutbacks,
employers should make prudent
decisions for the long-term good
of the company. Employees should
see that reductions are not selec-
tive, but rather, are reflective of a
general commitment to reduce
costs. If an elaborate company
retreat for executives stays on the
calendar, but paychecks are
slashed, employees are likely to
become aggravated and skeptical.
Fair play in cost-cutting will help
maintain morale even when times
are tough and salaries are affected. 

Pause before presenting
the news — Handle a salary-cut-
ting announcement with care. If
the news is delivered well,
employees are more likely to buy
into it. For instance, if employees
know that the alternative may be
termination, they may actually be
thankful for a decrease in pay.

Summary
Many employers underestimate

the value of hardworking, faithful
employees. A company’s people
are far more important than any
capital or other resource — they
think, create, and produce. For this
reason, executives should carefully
weigh the impact of compensation
cuts and take steps to sustain 
long-term employee morale during
the process.

John K. Skousen is a partner with the
labor and employment law firm Fisher &
Phillips LLP (www.laborlawyers.com). He
has extensive experience representing
companies about employment litigation.
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Smoking is the leading pre-
ventable cause of death in
the U.S, claiming an esti-

mated 438,000 lives each year,
according to the Centers for
Disease Control and Prevention
(CDC).

However, depending on state
and local laws and a company’s
specific workplace culture, smok-
ing policies vary widely. Some
organizations have banned onsite
smoking completely; others per-
mit it with few, if any restrictions;
while other firms allow smoking,
provided it’s in specified areas.

Regardless of the workplace,
there’s no doubt that smoking
remains a public health crisis. As
a result, the Family Smoking
Prevention and Tobacco Control
Act, which granted the U.S. Food
and Drug Administration authority
over tobacco products, was enact-
ed in 2009.

One of the stated purposes of
the act was to “promote cessation
to reduce disease risk and the
social costs associated with tobac-
co-related diseases.”

EAPs May Assist
The workplace is often seen as

a prime location for smoking-ces-
sation programs. EAPs are well-
positioned to assist. While any
smoke-free workforce policy
needs to be tailored to the individ-

ual workplace, and possible legal
concerns must be taken into 
account, the following are some
recommendations the EAP may
use as a guide to help an employer
implement a smoke-free policy.

1) Organize your approach. A
key staff person with the authority
to study, plan, and propose a non-
smoking policy should be desig-
nated. As mentioned, this person
needs to individualize the
approach to match the size, type,
and culture of the organization.

2) Gather relevant facts and
information. Those involved in
implementing a smoke-free plan
should become familiar with the
health hazards and other issues
related to smoke and secondhand
smoke to build the case for a
smoke-free policy. 

3) Assess the organization’s
readiness. The EAP may work
with the HR director or other
senior managers to conduct an
employee survey and/or hold
meetings to bring staff up to date
about the development of the poli-
cy, and to resolve any obstacles.

4) Educate employees. Some
ways to inform employees include
a company Intranet, payroll
stuffers, posters, and presentations
by an EA professional and/or a
tobacco-cessation specialist.

5) Implement the policy.
Distribute a notice of the policy
change to all employees at least
four weeks before it becomes
effective. Be sure all supervisors
are familiar with enforcement
measures, and follow up regularly
to review the policy, procedures,
and available support services for
those trying to quit.

Who Smokes?
The National Survey on Drug

Use and Health (NSDUH) recent-
ly asked respondents about ciga-
rette use. The following are
among the key findings:

 An estimated 28% of all
employees age 18-64 smoked cig-
arettes in the past month. 

 Cigarette use was higher
among the unemployed (45%)
than among persons who worked
part or full time.

 The highest rates of cigarette
use among full-time workers were
in the food preparation and serv-
ing-related occupations (45%) and
the construction and mining occu-
pations (43%).

 The occupational categories
with the lowest rates were the life,
physical, and social science occupa-
tions (15%) and the education, train-
ing, and library occupations (12%).

Summary
It isn’t easy for someone to quit

smoking, and implementing a no-
smoking workplace policy isn’t
easy either. However, when
employees and employers see the
many benefits, it’s clear that the
time spent in implementing one is
well worth it.

Even organizations that already
have a smoke-free policy in place
may wish to review what’s work-
ing, what isn’t, and make any
changes needed. 

Additional sources: Employee Assistance
Professionals Association (EAPA),
www.eapassn.org; DaNita Carlson, B.S.,
tobacco prevention specialist with the Wood
County Health Department in Wisconsin
Rapids, WI; and “Cigarette Use Among Adults
Employed Full Time,” by the Substance Abuse
and Mental Health Services Administration
(SAMHSA).

On the Job

Who Smokes? Can EAPs Help?
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Effective treatment for
employee mental health prob-
lems leads to significant

improvements in productivity,
according to a recent study in the
Journal of Occupational and
Environmental Medicine.

Researchers analyzed data on
mental health symptoms, treatment,
and productivity in more than
60,000 Australian employees.
Employees without symptoms of
mental health problems (as mea-
sured by low scores on a psycholog-
ical distress scale) were the most
productive workers.

While workers with mental health
problems who were in treatment had
the lowest productivity scores, their
distress scores decreased — suggest-
ing that treatment was successful in
reducing mental health symptoms —
and their productivity improved to

near-normal levels.
As a result, for workers starting

mental health treatment, productivity
may decline at first. It may be that
they need more time off to attend
appointments, or their health profes-
sional may advise working shorter
hours, suggest Dr. Michael F. Hilton
and his colleagues.

“However, once mental health
symptoms have subsided, productiv-
ity returns to near that of employees
without a mental disorder,”
researchers write.

Unexpectedly, productivity was
near-normal for workers who had
mental health problems (high dis-
tress) but were not receiving treat-
ment. Researchers speculate that
these distressed workers may have
been compensating in other ways —
for example, by working harder or
longer hours.

Previous studies have shown high
rates of mental health problems in
the working population, yet very
low rates of mental health treatment.
For most patients with common
mental disorders, treatment is effec-
tive in reducing symptoms and
improving quality of life. Mental
disorders have been linked to
decreased productivity, at a cost of
billions of dollars per year to the
U.S. economy.

The new results suggest that
“addressing employee mental health
increases employee productivity in
the workplace [with] the potential
for a positive return-on-investment
from an employer’s perspective,”
Dr. Hilton and colleagues conclude.

However, they note that employers
may have to wait for treatment to be
effective before they see the results in
terms of increased productivity.

Source: American College of Occupational and
Environmental Medicine (ACOEM),
www.acoem.org. The Journal is the official pub-
lication of ACOEM. This article is reprinted
with permission of the Employee Assistance
Professionals Association (www.eapassn.org).

Employee Assistance Report is published monthly. For subscription information contact: Employee Assistance Report, 1439 Churchill Street, Unit 302, Crystal Plaza, P.O. Box 322,Waupaca,
WI 54981. This publication is designed to provide accurate and authoritative information in regard to the subject matter covered. It is sold with the understanding that the publisher is not
engaged in rendering legal, accounting, or other professional services. If legal advice or other expert assistance is required, the services of a competent professional should be sought. (From
a Declaration of Principles jointly adopted by a committee of the American Bar Association and a Committee of Publishers.) Employee Assistance Report does not necessarily endorse any
products or services mentioned. No part of this newsletter may be reproduced in any form or by any means without written permission from the publisher, except for the inclusion of brief
quotations in a review which must credit Employee Assistance Report as the source, and include the publisher’s phone number, address, and subscription rate.

Mental Health Treatment
Improves Productivity

Clinical Perspective

Between cell phones, text mes-
sages, and email, it isn’t easy
to really connect with people

one-on-one these days. But there’s still
nothing quite like talking with people
face to face. When communicating
with prospects or current clients, keep
the following points in mind:

 Figure out what really matters
most to the prospect. Hint: It usually
has nothing to do with the business at
hand. Pay close attention to what real-
ly drives him or her.

 Practice the art of “elevation.”
Elevate a prospect’s experience from
ordinary to memorable. For instance,
instead of just inviting a budding
client to a round of golf, invite the
prospect’s son, too —  or provide per-
sonalized golf balls.

 Do follow-up shmoozing
immediately. Within a week, a poten-
tial client has forgotten 90% of what
he/she has been shown! You don’t
want to be a pest, but you do need to
do something. One EA professional
sends personalized post-it notes to

potential clients within a week after
meeting them.

 Don’t limit schmoozing to
“people who matter.” Everyone is
important! You can’t build goodwill
with too many people.

 Schmoozing isn’t manipula-
tive. You’re going to interact with
these people anyway, so why not try
to make their lives a little easier — or
by stressing the positive?

Source: Richard Abraham, author of Mr.
Schmooze: The Art and Science of Selling
Through Relationships.

The Lost Art of Schmoozing
MARKETING MATTERS
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By Gary Foreman

Iwas recently approached by a
reporter who was working on a
story about people who were

tired of the effort it takes to con-
trol their spending. What sugges-
tions, she asked, did I have for
people who were struggling and
thinking of just giving up?

I thought about some of the
things that I’ve seen people do to
continue controlling their 
spending habits when the easiest
course was to quit. The following
are some suggestions on how to
“stay the course” to accomplish
financial goals:

Make a decision. Once
you’ve decided to pursue a goal,
don’t question it. Unless you have
significant new information, you
shouldn’t doubt your original 
decision. Don’t burden yourself
with questions and doubts. Just
continue along the path you chose
to follow.

Break big goals into smaller
pieces. It’s said that success breeds
success, and I believe that’s true.
Dividing a big goal into smaller
ones allows you to have some
smaller successes along the way.
Each one helps motivate you to
strive for the next goal. Before you
know it, you’ve accomplished the
larger goal!

Use rewards. Most of us 
want to know, “what’s in it for
me?” That’s only natural. Your
financial plan should include
something for yourself. For
instance, if you’re paying off a
credit card, treat yourself to a small
reward at predetermined points
along the way (i.e. after $2,500 has
been paid down or when the bal-
ance is reduced by 25%). Looking
forward to the reward takes your
mind off the struggle.

Reminders can also be
helpful. Some people place a card
in their wallet to remind them of
their commitment to reduce debt.
They see it every time they reach
for cash or a credit card, so it
helps them resist needless pur-
chases. Use a reminder that’ll
work for you. 

Have friends to encourage
you and share experiences. Most
long journeys are much easier if
we have one or more people to
walk with us. Find a frugal living
partner at work or in your neigh-
borhood. Or, join an online 
discussion group. Not only will
you find help, but you’ll also
become stronger when you
encourage others. 

Summary
Don’t let the length of the jour-

ney discourage you. The total 
distance isn’t that important. All
you have to do is stay on track for
today — and that’s something that
all of us can do. Keep on stretch-
ing those dollars! 

Gary Foreman is the editor of the Dollar
Stretcher website (www.stretcher.com) and
various e-newsletters. The Dollar Stretcher
is dedicated to helping people live better
on the money they already have.

Overcoming ‘Frugal Fatigue’
Money Matter$

See next month’s
insert on compassion
fatigue. It will offer

great tips on reducing
burnout for the 
EA professional!

BURNED
OUT?

Resources
Court Decisions Every

Manager and Supervisor Needs to
Know, $99, .pdf download, PBP
Executive Reports, (800) 220-5000,
or visit pbpexecutivereports.com.
With so many laws governing the
workplace, even the best managers
can stumble into legal pitfalls. This
report covers common legal situa-
tions that trip up many supervisors.

Immigration Law in the
Workplace, by Charles M. Miller,
Marcine A. Seid and Christopher
Stowe, Wolters Kluwer Law &
Business and Aspen Publishers,
www.aspenpublishers.com. This
handbook covers typical issues
encountered by American compa-
nies in regard to foreign workers. It
helps them devise a framework so
they’re not exposing their compa-
nies to investigation, prosecution,
and felony charges.
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