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By Susan Dutton Freund

In business, the traditional view
has been that employees’ rela-
tionships are private matters. The

truth is, what happens outside the
office has tremendous impact on
overall well-being, and affects both
productivity and morale on the job.
At a societal level, the increasing
incidence of family breakdown has
far-reaching economic implications
that affect the bottom-line both
directly and indirectly. 

The 90% Factor
The Centers for Disease Control

and Prevention (CDC) estimate that
90% of Americans will be married at
some point in their lives. In addition,
surveys consistently reveal that 90%
of Americans aspire to marriage.

Sadly, half of all marriages are
failing, and there are dramatic conse-
quences for taxpayers as well as the
circle of family, friends, and busi-
ness colleagues that surround the
individual. Consider the following:

 According to a 2008 report,
“The Taxpayer Costs of Divorce and
Unwed Childbearing; First-Ever
Estimates for the Nation and All
Fifty States” family fragmentation
costs U.S. taxpayers at least $112
billion annually at the federal, state,

and local levels. That adds up to
more than $1 trillion each decade,
and these figures are considered a
conservative estimate! (Institute for
American Values, Institute for
Marriage and Public Policy, Georgia
Family Council, Families
Northwest).

 Another notable research pro-
ject estimated that U.S. businesses
lose $6 billion each year due to
decreased productivity stemming
from marriage and relationship diffi-
culties.

 Divorce also comes with an
expensive public price tag — with a
typical divorce estimated to cost tax-
payers $30,000.

 Family fragmentation, includ-
ing unwed births — which repre-
sented 40% of all births nationwide
in 2007 — results in increased pub-
lic expenditures in terms of poverty,
criminal justice, and school nutrition
programs, to name a few.

Happy Marriages?
Even when employees remain

married, the state of their relation-
ships are dynamic. Over time, they
will either lean toward a happy, sat-
isfying marriage, or toward a failing
relationship. In terms of the former,
employees with healthy relationships
are more productive and successful
in their work.

In terms of the latter, the cycle of
relational failure is a downward spi-
ral toward a progressively dissatisfy-
ing, hurtful relationship that often
ends in divorce. Even when divorce
does not result, marital problems still
have a direct effect on job perfor-
mance. Consider these points:
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 A 2005 study found that in the
year following a divorce, employees
lost an average of over 168 hours of
work time — the equivalent of being
absent four weeks in a calendar year.

 Failing relationships can lead
to affairs in the workplace — and
affairs often lead to divorce, which
can disrupt the productivity of an
employee for as long as three years. 

Relationships Link to Health
Relational wellness is also linked

to health. Healthy relationships are
often associated with overall good
health and well-being, while nega-
tive relationships produce stress and
anxiety. There’s no question that
divorce is one of the most stressful
events that anyone can experience.

Moreover, even couples in unhap-
py marriages may have immune sys-
tems that are functioning at lower
levels than people in satisfying mar-
riages. Emotionally speaking,
stressed employees are more likely
to have high rates of absenteeism.
Perhaps even more damaging, they
are more likely to engage in presen-
teeism, which is more difficult to
measure and may go unnoticed for
longer periods of time.
(Presenteeism is the practice of
showing up for work, but not being
productive.)

When marriages and relationships
undergo long-term stress, there is a
domino effect on both physical and
emotional health. For example,
unhappily married couples are nearly
four times likelier to have a partner
abusing alcohol. And employees
with alcohol problems skip or miss
work 30% more than workers with-
out those problems.

The research is abundantly clear:
Healthy marriages are good for the
family, the workplace, and the com-
munity.

The 70% Factor
Does this mean all divorces are

bad? Actually, some divorces are a
positive step toward wholeness for
the family involved. A 1997 study
drew some important distinctions in
child outcomes related to the divorce
of their parents. 

A study of family upheaval by
sociologists Paul Amato of the
University of Nebraska and Alan
Booth of Pennsylvania State
University, as reported in their 1997
book A Generation at Risk, points
out that the worst situations for chil-
dren are high-conflict marriages that
last and low-conflict marriages that
end in divorce. It turns out that most
marriages fall into the latter catego-
ry. An amazing 70% of divorces end
in what Amato and Booth classify as
“low-conflict” marriages.

Issues that might put a marriage
into the “high-conflict” category
include abuse, addictions of all
kinds, repeated or long-term infideli-
ty, and mental health issues. While
some marriages should not be sal-
vaged, it is worth the time and effort
to provide relational wellness tools
that teach communication and con-
flict resolution skills to the 70% of
marriages that have the potential to
become healthy partnerships.

Summary
Relational wellness is an impor-

tant factor in the overall health of an
employee. Relational wellness can
provide a $1.50 to $6.85 return on
investment for every dollar spent on
relationship skills training. This
means that, if it isn’t already, rela-
tional wellness needs to be part of an
employer’s overall strategy for busi-
ness success. 

Relational and emotional coach-
ing are poised to become as impor-
tant as job skill coaching as
companies seek ways to maintain a
competitive edge in a tight economy.

Resources of the Wisconsin-based
thinkmarriage.org include an infor-

mative booklet, “Marriage and
Family Wellness: Corporate
America’s Business?” Thinkmarriage
can also provide a free worksheet
that calculates the approximate cost
of employee divorces for a particular
business.

Susan Dutton Freund is the Executive Director
for thinkmarriage. Her passion to promote
healthy relationships is fueled by her own
rewarding marriage, which includes three 
children ages 25, 23 and 7! For a complete list
of references used in this article, contact Susan 
at susan@thinkmarriage.org. For more 
information on thinkmarriage, visit
www.thinkmarriage.org.
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AGS Foundation for Health in
Aging — www.healthinaging.org

Centers for Disease Control and
Prevention — www.cdc.gov

Employee Assistance Programs Blog
— http://eaptools.blogspot.com

Job Accommodation Network
— www.jan.wvu.edu

Money Management International
— www.moneymanagement.org

Nonprofit Technology Community
— www.nten.org

The Best Way to Manage Your Tasks
— www.rememberthemilk.com

Workplace Diversity
— www.workplacediversity.com

I wish to thank
RaeAnn Thomas
and Jami Kaiser
for introducing
EAR to the

Wisconsin-based thinkmarriage
organization — and to Susan
Dutton Freund for writing this
month’s cover article and Brown
Bagger insert. 

Since many of the topics in this
newsletter focus on workplace-
related issues, one can overlook
the connection between work and
home — when one is affected, in
many cases so is the other.

Backing up her claim with
numerous statistics, Susan points
out that family issues DO, in fact,
impact the bottom line. Employers
who think that marriage-related
concerns have no place being

Editor’s Notebook

bandied about at work, need to
rethink this idea and recognize
that relational wellness training
does, in fact, provide an excellent
return on investment.

Next month, we’ll follow up
this report with articles about the
importance of worksite health pro-
motion. The moral of the story in
general is: Healthy marriages and
healthy employees lead to healthi-
er bottom lines. The trick lies in
getting corporate clients to agree.
Please note my new email
address. Until next month.

Mike Jacquart, Editor
(715) 258-2448

mike.jacquart@impacttrainingcenter.net

Web Watch at Work

Bookmark
These!

Professionals should think twice
before scheduling that next
meeting, a survey suggests.

Managers interviewed said that more
than one-quarter (28%) of these gath-
erings are a waste of time. Moreover,
nearly half of respondents (45%) felt
employees would be more productive
if their company banned meetings one
day a week. 

“Businesses are operating with lean
teams, which implies more people are
stretched for time,” said Robert
Hosking, executive director of
OfficeTeam, which conducted the sur-
vey. “Sometimes meetings outlive their
original purpose, so professionals
should carefully consider whether one
is warranted or if there’s a more effi-
cient way to share the information.” 

Hosking added, “The adage, ‘Be
brief, be brilliant, be gone,’ rings par-
ticularly true in the workplace right

now. Meeting organizers and partici-
pants both play a role in keeping these
gatherings in check.”

OfficeTeam offers five signs that a
meeting could be a “time waster”:

1. Everything but the kitchen
sink is being covered. It’s smart to
have an agenda, but one that is lengthy
or unfocused could indicate that not all
of the information will be relevant to
every attendee. When the agenda
becomes too long, organizers should
consider whether it would be better to
hold smaller, more focused gatherings. 

2. It’ll take more than an hour.
You often lose people after 60 minutes,
so think carefully about scheduling a
meeting that will take more than an
hour of someone’s time. If there’s no
way to shorten it, consider snacks,
interactive elements, or multiple speak-
ers to keep people engaged.

3. The attendee list goes on and
on. When a list of participants is exten-
sive, it may signal an overly ambitious
meeting, or one in which people are
being invited as a courtesy, rather than
because they need to attend. People
should be listed as “optional” if their
presence isn’t required.

4. There’s a large PowerPoint
involved. Visuals can be useful for
reinforcing information, but it’s possi-
ble much of that information could be
shared prior to the meeting. The gath-
ering then could be used to field ques-
tions or highlight the most important
data.

5. It’s a habit. Routine meetings
can become, well, routine. Think about
whether regular gatherings are neces-
sary or if they could be held less fre-
quently.

Source: OfficeTeam (www.officeteam.com).

Make the Most out of Meetings
Workplace Survey



With all of today’s layoff
news, it’s no surprise that
many of today’s jobs are in

jeopardy — if they haven’t been lost
already. Less known, however, is that
some industries are in fact GROWING!

The following are some current
employment trends in various sectors:

Retail
Failing: Traditional retail (500,000
jobs cut in 2008, and 100,000 more in
2009)
Thriving: Discount retail (33,000 new
hires between Sept. 2007-Sept. 2008)

Building and Infrastructure
Failing: Construction (111,000 jobs
cut in January 2009 alone) 
Thriving: Public works ($27.5 billion
for transportation from the Obama
stimulus bill) 

Production
Failing: Manufacturing (1.2 million
jobs cut in the last year) 
Thriving: Clean energy ($47 billion for
renewable energy from the Obama
stimulus bill) 

Personal Care
Failing: Hospitality and leisure
(210,000 layoffs since third quarter
2008) 
Thriving: Health care (30,000 new jobs
were added in Feb. 2009 alone) 

Finance
Failing: Banking and investment
(130,000 jobs cut since third quarter
2008) 
Thriving: Debt management
(Americans owe $968 billion in credit
card debt)

Source: www.billshrink.com.
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Employment TrendsOn the Job

Not All Jobs
are Being Cut!

Hold Amazing Online Meetings!
list the single biggest obstacle to get-
ting more done on the job.

Become a screen writer — 
Your audience will be more engaged
if the screen is alive with movement
and color. Practice using web confer-
encing tools that allow you to draw or
type on the web meeting screen to
highlight key points.

 Quick tip: The next time you
display a document reflecting a co-
worker’s great work, draw a smiley
face or A+ on the screen.

Survey the crowd — Impress
and engage colleagues with a few
well-thought-out survey questions dur-
ing your next virtual meeting. “What
would make our meetings more effec-
tive?” is one example.

 Quick tip: Create an open ended
ice-breaker question that you can use
with participants to test the survey tool
and build your confidence. For exam-
ple: “Who will win the big game
tonight?”

Avoid tech disasters — Avoid
technical glitches by being prepared.
Create a “cheat sheet” that lists key
features, simple fixes, etc. — such as
how to mute all phone lines. Have a
cheat sheet handy, and you’ll be able to
overcome technical glitches gracefully. 

 Quick tip: Download a free
cheat sheet template at: www.infoex-
cellence.com/icfreelessons.htm.

Summary
Become a virtual meeting virtuoso,

and co-workers, colleagues, and
clients will be happy — and even
inspired — to participate at a higher
and more meaningful level.

Song, Halsey, and Burress are co-authors of “The
Hamster Revolution for Meetings: How to Meet Less
and Get More Done,” $19.95, Berrett-Koehler,
www.hamsterrevolution.com.

By Mike Song, Tim Burress
& Vicki Halsey

With the economic melt-
down, rising environmental
concerns, growing appre-

hension about global pandemics, and
the ever-increasing need to boost pro-
ductivity and save money, companies
everywhere are turning to virtual
meetings to slash travel costs, go
green, and get more done.

The only problem is that most pro-
fessionals have no idea how to run
effective and engaging online meet-
ings. According to a survey conducted
by infoexcellence.com, two-thirds of
all workers say that virtual meetings
are boring and plagued by technical
difficulties.  As a result, meeting pro-
ductivity plummets as attendees tune
out, surf the web, send emails, or play
with their BlackBerries®.

The following are some tips to run
amazing, not dull meetings:

Turn on the lights! — Upgrade
dismal phone meetings to colorful
web conferences. Use charts, slide
presentations, and compelling photos
to build interest and make your point.

 Quick tip: Look for ways to
incorporate team photos into virtual
meetings in order to create a stronger
bond with participants. 

Champion the chat feature —
Invite participants to make frequent
use of the public chat feature to pro-
vide insights and feedback. Tech-
savvy Generation Y colleagues love to
leverage chat to communicate and
probe for important info. Chat also
cuts meeting time because the speaker
doesn’t need to be interrupted every
time someone wants to make a point. 

 Quick tip: Use the chat feature
as a rapid polling tool and idea gener-
ator. For example, ask participants to
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By Warren Nelson &
Karl Lindegren

In the wake of sweeping cutbacks,
companies must pay close atten-
tion to the legal issues surrounding

these layoffs.
Desperate to maximize savings,

numerous corporations are taking
shortcuts to cost reduction-slashing
salaries, rescinding vacation time, and
failing to reimburse work-related
expenses — possibly violating work-
ers’ rights and providing grounds for a
costly lawsuit. 

While the need to shrink labor costs
may be unavoidable, employers, now
more than ever, must be aware of the
different laws governing their work-
place. There are some key issues relat-
ed to reduced workforce management
that employers need to keep in mind. 

Some tips to steer clear of legal
troubles include: 

 Carefully consider all salary
cuts — Before slashing payroll, a
company must first give fair notice to
all employees. In addition, an employ-
er must be careful not to cut exempt

employees’ salaries below the level
that makes them exempt. 

Finally, if a company has commit-
ted to reducing salaries, cuts must be
made across the board. If financial
favor is given to those with seniority,
frustrated lower-level employees might
be driven to file a lawsuit or other
administrative claim. 

 Think before revoking vaca-
tion — For companies operating with
only half of their previous staff, each
employee’s time becomes twice as
valuable, and it is therefore far more
difficult to offer vacation time.
However, before denying a request for
time off, a company must make sure
that its employee handbook clearly
states that “vacation is dependent upon
the scheduling and needs of the
employer.”

If no such written statement exists,
and employees did, in fact, sign a con-
tractual agreement predetermining
their vacation hours, a company faces
legal risks by retracting time off.

 Mind your 401K matching —
Many companies are opting to reduce
matching payments to employees’
401K plans. However, before doing so,

an employer must determine whether
or not it is lawful to do so. Managers
need to thoroughly examine their
retirement plans, and find out if the
decision not to match requires resolu-
tion by a trustee.

Moreover, companies must be
aware that they cannot reduce their
contributions retroactively; adequate
notice must be given to all employees.

 Honor lunch breaks and work
hours — Dealing with a reduced
workforce doesn’t license the mistreat-
ment of remaining employees.
Employers must resist the temptation
to overwork the individuals who are
“picking up the slack.” By honoring
state and federal laws regarding
breaks, lunch breaks and work hours, a
company can not only maintain high
company morale, but also avoid nasty
litigation in the future. 

 Reimburse, reimburse, reim-
burse — In spite of shriveling bud-
gets, employers must continue to
reimburse employees for all work-
related expenses. Failure to do so pro-
vides employees with an outright,
justifiable reason to sue the company.
These expenses could include: gas
mileage, airfare, hotel bills, company
laptop and cellular phone, and recre-
ational costs for “wining and dining”
clients.

Summary
Business leaders who fail to abide

by these laws could very likely face an
ugly lawsuit. Employers should con-
sult with their labor and employment
attorney if they have any questions or
concerns surrounding the latest
employee management legislation.

Warren Nelson and Karl Lindegren are part-
ners with the Irvine, CA-based management-
side labor and employment law firm Fisher &
Phillips LLP (www.LaborLawyers.com).
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By David A. Travland
& Rhonda Travland

While everyday life and
having kids are certainly
stressful, nothing com-

pares to the level of stress faced on
a daily basis by caregivers.

How can workers — many of
whom are caring for elderly parents
in addition to raising their own chil-
dren (i.e. the “sandwich genera-
tion”) — give their best
performance at work with caregiv-
ing chores hanging over their heads
before, during, and after work?
How can caregivers concentrate on
their jobs under all that pressure?

Moreover, since the majority of
employees keep their home lives to
themselves, many supervisors aren’t
even aware of these workers’ diffi-
culties. But chronic caregiving is
stressful and for a variety of rea-
sons:

 Caregiving takes an emotional
toll. There is no end to what needs
to be done for the care recipient, so
there is constant pressure.

 The caregiver’s needs are not
being met; there is no time for play,
for rest, for happiness.

 Caregivers tend to get minimal
support from extended family.
Family and friends are happy they
don’t have to make these sacrifices,
so they often just stay away.

 Sleep deprivation is common.
The needs of the care recipient
don’t go away at bedtime.

 In the case of an ill spouse, the
caregiver’s “pal” is not available so
companionship and intimacy needs
are not being met.

Symptoms of Stress
The following are some symp-

toms of an employee who’s dou-
bling as a stressed-out caregiver:

 Wandering attention during
meetings or conferences;

 Missing repeated deadlines;
 Periodic tardiness arriving at

work;
 Doing computer research on

company time;
 Sad or depressed demeanor,

and diminished sense of
humor;

 Slower than normal speech;
and/or

 Unusual eagerness to leave
work at the end of the day

Caregivers Must Take a Break
If you are an employee and a

caregiver, chances are you typically
put your own needs and comfort on
hold. This is admirable, but before
it’s too late and burnout takes its
toll, caregivers need to find more
time for themselves, too. Consider:

 Caregivers need breaks from
caregiving duties. Find a way to get
relief, whether by prevailing on
family members to fill in, day care
programs with nursing homes, or
whatever can be arranged. No
excuses. 

 Find someone to confide in,
such as a professional counselor
through your EAP. You may tell
yourself that you don’t need to talk
to someone, but that is baloney.
Caregivers need the kind of per-
spective that comes from opening
up to someone.

 Get more sleep.

Caregiving’s Toll on Companies
All organizations, large and small,

private and public, are impacted by
caregiver stress. It is estimated there
are in excess of 50 million caregivers,
so the odds are that a significant per-
centage of employees where you work
are caregivers. The following are some
steps to minimize the adverse impact
of home caregiving responsibilities on
employee productivity:

Top management needs to pro-
vide whatever support it can to help
employees remain focused at work and
live a balanced lifestyle.

Managers and supervisors should
receive special training to spot symp-
toms of caregiver stress.  They should
be taught how to initiate communica-
tion with these employees in a way
that will encourage them to open up
and talk.

Human resources managers
should be given special instructions
and training on how to create strategies
for helping caregiver employees work
out a program that will bring relief at
home, and restore productivity at work.

Co-workers may be the first to
recognize the employee is suffering
from debilitating stress.  If the organi-
zation has an EAP, they should be con-
tacted. Moreover, an alliance may be
formed with with a self-help organiza-
tions, such as the Alzheimer’s
Association or the Multiple Sclerosis
Society. They would welcome the
opportunity to cooperate with your
organization.

David A. Travland, Ph.D. is a clinical psychologist, a
former caregiver, and the author, along with his part-
ner Rhonda Travland, of “The Tough & Tender
Caregiver, a Manual for the Well Spouse.” They are
co-founders of The Caregiver Survival Institute, offer-
ing a variety of services to caregivers outlined at
www.caregiversurvival.org.   

Reducing the Stress of the
‘Sandwich Generation’

On the Job
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By Mike Jay

Most business professionals
will tell you they often feel
they’re in “over their

heads” — that there’s too much com-
plexity in companies today. and that
technological advancements are too
much for most people to keep up with. 

That’s why many people are
acknowledging that they need some-
one who can help them deal with the
sheer number of things taking place in
the marketplace today — in other
words, a business or career coach.

Unfortunately, these same people
don’t know what to expect when
being coached or how to gauge if it’s
working for them. They don’t know
how to make their coaching experi-
ence and relationship with their coach
flawless—that is, to the point when
they perceive that the coaching is per-
fect for them. 

Whether you are one of the busi-
ness professionals currently coaching
— or you’re in the process of finding
the right coach to help you — the 
following guidelines will help:

 Know yourself — Who are
you? What do you want out of busi-
ness and in life? Where do you see
yourself going professionally and per-
sonally? A coach can help fine-tune
answers to questions like these, but
unless you begin this self-discovery
process yourself, first, your chances of
having coaching success are greatly
lowered.

 Be  authentic — The more open
you are to feedback, the better your
coaching experience will be. This

involves knowing how to receive
feedback without getting defensive.
You may not agree with everything
people tell you about yourself, but you
need to be able to acknowledge their
ideas and analyze what they tell you
objectively. You may decide to discard
what they say, but at least you took the
time to evaluate their feedback and
decide whether it applies to you.

 Have a structure — Meet with
your coach on a frequent basis —
either every week or every other
week. Meeting less than that makes it
easy to forget your goals. When that
happens, the coaching process will fal-
ter and you’ll wonder if it’s worth the
time or expense. Structure encourages
accountability and keeps objectives on
your mind.

 Enlist the help of a support
team — In addition to a coach, you
need regular feedback from a support
team about what you’re trying to
accomplish and whether you’re mak-
ing progress. A support team can
include anyone you know as long as
they meet three important criteria: 1)
They must be accessible. 2) They must
be vested in your development and
success. 3) They must tell you the
truth. Once you’ve identified the peo-
ple to be on your team, call upon them
at least once a month for some honest
feedback on how they perceive your
coaching results.

Mike Jay is a professional business coach, 
consultant, and author of several books 
including, “COACH2 THE BOTTOM LINE:
An Executive Guide to Coaching Performance,
Change and Transformation in
Organizations.” For more information, 
visit www.mikejay.com.
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Flawless Coaching
Getting Maximum Results

On the Job
Resources

Selling More to Existing
Customers, $149, .pdf download,
PBP Executive Reports, (800) 220-
5000, or visit www.pbpexecutivere-
ports.com. Lack of contact is the #1
reason customers stop buying. Top
sales pros offer proven strategies to
create loyal, higher- volume cus-
tomers. 

Emotional Intelligence:
Journey to the Centre of Your Self,
by Jane Wharam, O-Books,
www.janewharam.com. How we
relate to ourselves and to others is a
good indication of whether or not
we have the ability to live balanced,
genuine, and happy lives. The
author shows how.

Turn Good People into Great
Employees: Performance Reviews
that Work, $99, .pdf download,
PBP Executive Reports, (800) 220-
5000, or visit www.pbpexecutivere-
ports.com. Instead of dreaded
annual obligations, this report
shows how to use performance
reviews to fine-tune employee per-
formance, establish goals, and set
individuals and departments up for
success. 

Leadership Lessons of the
White House Fellows: Learn How
to Inspire Others, Achieve
Greatness, and Find Success in
Any Organization, by Charles
Garcia, $24.95, McGraw-Hill,
www.mcgraw-hill.com. As more
opportunities open up for African-
Americans, Latinos, and others, the
author shines a spotlight on a pres-
tigious leadership program that has
been developing great leaders from
all walks of life for four decades.
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By Gary Foreman

For many people, this is the first
time that they’ve faced a tough
economy. They find themselves

in unfamiliar territory fighting an
unfamiliar foe.

Their instincts are right, some rules
have changed; how the game is
played has been altered. Therefore,
it’s important to understand what tools
are likely to work, and which ones 
are likely to fail. Let’s study some of
the do’s and don’ts for surviving
tough times.

Do plan for the future. In
tough times it’s more important than
ever to make plans. If you think that
you could lose your job in six months,
you’ll want to implement a plan that
will allow you to have some savings
ready six months from now.

Don’t worry about the future.
Worry will not change the future, nor
will it give you an advantage in han-
dling it. In fact, by adding to stress,
worrying will probably make you less
able to handle a future crisis.

Do consider your partner’s
feelings. His/her job may be in jeop-
ardy...or already lost — and along
with the job went some of his/her self-
esteem. If that’s the case, your spouse
can use some encouragement.

In fact, you are in a great position
to do so because your closeness
means that your opinion is extremely
valuable. If you believe in your mate,
it’s easier for your mate to believe in
himself/herself.

Don’t blame your partner for
financial difficulties. Don’t get
trapped in a “blame game.” There will

be plenty of time to determine what
went wrong later — when cooler
heads prevail. Pointing your finger at
your partner now will only cause
him/her to become defensive. It’s dif-
ficult, if not impossible, to understand
problems and potential solutions
when you are both lobbing verbal
missiles at each other.

Do avoid unnecessary expens-
es. Even if you’re sure your job is not
in jeopardy, it’s still a good idea to
cut expenses. It’s healthy for every-
one to examine how they spend
money on a regular basis — but few
of us take the time to do it. Most of
us assume that money will take care
of itself, but it doesn’t.

Eliminate expenses that aren’t
necessities, even if you don’t need to
do so for financial reasons. That way,
when you re-start that cable TV (or
whatever the luxury is) in six months,
you’ll appreciate your savings that
much more.

Don’t kid yourself about
what is really necessary. Maybe you
and spouse have always had two cars,
but are they both really necessary?
When you think necessities, think of
things like food, shelter, etc.
Everything that is not essential to
your survival is actually a luxury, not
a necessity. 

Certainly, allow yourself some
pleasures and latitude, but don’t kid
yourself either. If you insist that luxu-
ry items are necessary, you could end
up in serious financial trouble.

Do let others know that
you’re struggling financially. We all
need help at some point in our lives,
and most of us are happy to assist
when necessary. So, ask for help.

You’ll be surprised at the opportuni-
ties. When people know your situa-
tion their imaginations are put to
work thinking of ways to help. That’s
a powerful tool.

Don’t hide your challenges.
Losing your job in this economy is
nothing to be ashamed of. The stigma
is largely in your mind. Many good,
hard-working people are unem-
ployed. Your friends and acquain-
tances know this. Give them a chance
to payback what they received in
their time of need.

Do expect to survive the
tough times. You’ll handle hardships
better if you expect to get through
them. Even if you don’t know how
long they’ll last, a belief in your ulti-
mate success makes it easier to face
today’s challenges.

Don’t give up. There is noth-
ing to be gained by quitting. It will
not make things any easier. In fact,
quitting will only focus your attention
on feeling overwhelmed by your situ-
ation. That will make things seem
worse.

Summary
There’s no doubt that times are

tough for many people, and there’s not
much you can do about that. However,
how you react IS under your control.
And your reactions will make it easier
— or harder — to survive tough
times. The choice is yours.

Gary Foreman is the editor of The Dollar Stretcher
website (www.stretcher.com) and newsletters that
contain thousands of articles on ways to save
money, and a forum where people share their dol-
lar-stretching ideas. Editor’s note: For more dollar-
stretching tips, see this month’s Lifestyle Tips insert.
Since much of Gary’s advice this month will help
marriages, as well as finances, see also this month’s
Brown Bagger.

Do’s and Don’ts for Tough Times
Money Matter$
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