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By RaeAnn Thomas

Your corporate client has
made the decision to go
smoke free. All that’s left

is for management to set the date
and announce the plan to its
employees — right? Not so fast.
Research and preparation is need-
ed first as preliminary work will
save countless headaches down the
road. The Employee Assistance
Program can play an important
role in the success of this project.
EAP can assist in organizing and
supporting this initiative to make it
a positive outcome for the organi-
zation and employees alike.

It All Starts at the Top
The decision to become a

smoke-free organization requires
the buy-in of top management in
the organization. If the decision is
made at a lower level in the hierar-
chy — no matter how appropriate
or justified it is — the plan will
fail unless the organization’s lead-
ership supports it. Why? Because
if the CEO thinks the plan is “a
little extreme” or expresses “well,
we don’t have to enforce it every-
where,” the employees will get
that message loud and clear, and
they will resist the changes as
well.

This means that the first step in

implementing a smoke-free envi-
ronment is for the EAP to devise
an educational strategy to sell the
client on the benefits of the idea.
This initial step is vital to gain the
commitment of management,
which in turn will ensure the
plan’s success. As stated previous-
ly, Employee Assistance profes-
sionals who miss this opportunity
up front will spend many hours
making up for it later. It is worth
the time to ensure that leadership
is onboard from the start. 

The Work-Group Phase
At first glance, creating a

smoke-free workplace doesn’t
seem like that big of a deal. But it
can involve a lot of time and
effort, so take the time to organize
the project at the onset. One way
to do this is by forming focused
work groups. They will help you
accomplish a great deal and in less
time as opposed to only soliciting
the help of a few employees.

Each workplace faces chal-

lenges unique to its own environ-
ment. Consequently, the work-
group phase involves taking an
inventory of the specific issues of
this particular workplace. Once the
main issues are identified, they
should be delegated to individuals
or small teams to address and then
resolve.

Contact with the public, as in
the restaurant, retail or healthcare
fields, will require added focus on
the areas of communication and
enforcement with customers.
Workplaces that have multiple
locations or require frequent travel
demand attention in other areas.
Closely examining unique issues
in the early phases of the project
will help the EA professional to
plan ahead for challenges and to
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minimize any problems that crop
up.

Create a Team Approach
Once the “big picture” issues

are identified and potential solu-
tions are devised to address them,
the next step is to break down the
big picture into smaller, more
focused strategies. The idea is to
create teams to manage the project
and to work cooperatively to
achieve the same goal — in this
case, a smoke-free workplace.

Each team should have specific
goals related to one specific area.
The EAP should arrange weekly
meetings with the chairpersons of
these teams. These meetings serve
the purpose of addressing any
issues that require the cooperative
efforts of the different teams, and
to bring to light any formalities
that require the approval of upper
management.

The Different Teams
The following is an overview

of who might be included in the
different teams, and some of their
responsibilities:

• Blue team — This team
should be responsible for
communicating a clear and
positive message about the
need for a smoke-free work-
place. Team members should
include key management,
human resources, employee
health, union representatives,
informal employee leaders,
and anyone else who may
provide a positive, influential
impact on the project. Policy
development, fine-tuning, and
communication should be
among focus areas. This core
team should convey this mes-
sage to all employees and
customers. 

• Green team — To make sure
the smoke-free message will
be understood, this team
should be responsible for
consistent and repetitive com-
munication to employees.
They will plan internal com-
munications regarding expec-
tations and timelines. This
team will also address and
convey how the smoke-free
policy will affect employees,
vendors, customers, and visi-
tors. This team may organize
employee meetings to discuss
the changes, provide educa-
tion about tobacco-cessation
programs, and offer informa-
tion to the community about
the organization’s progress in
becoming smoke free. 

• Yellow team — This team
will support individual
employees in following the
new policy. They will estab-
lish support mechanisms for
employees who currently use
tobacco and are considering
quitting. This team may
explore options to provide
education and cessation pro-
grams. They may also sug-
gest offering incentives to
employees that are trying to
quit, or increasing promotion
of support services such as
EAPs, including individual
counseling and referrals to
external programs.

• Orange team — This team
will focus on the external
communications necessary to
communicate the smoke-free
plan to customers, vendors,
and visitors. They will help
develop and post signs at the
facility, make public
announcements, and create
tag lines about the new policy
on letters and any other exter-
nal communications.

• Purple team — This team
will follow up after the policy

is implemented to ensure that
it’s working effectively. They
educate and encourage
accountability, responsibility,
and enforcement. They may
address education and assis-
tance for employees. The
team may also offer specific
education for target groups
including management, secu-
rity, and reception-area staff
to assist them in enforcing
the smoke-free workplace
with employees and non-
employees alike. 
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phases of the plan results in
greater acceptance of the change
throughout the organization.

Employee Assistance Programs
are being asked to provide more
services than ever in today’s lean
and competitive workplaces. As a
result, coordinating or participat-
ing in an initiative like creating a
smoke-free workplace gives an
EAP the opportunity to ensure
that it is part of an effective solu-
tion to address both organizational
needs as well as employee con-
cerns. n

RaeAnn Thomas is the executive director
of Associated Employee Assistance
Services. Contact her at (800) 540-3758
or ThomasR@smhosp.org. RaeAnn is also
a former contributing editor of Employee
Assistance Report. Editor’s note: Nov. 12
is Lung Cancer Awareness Day, and Nov.
16 is the Great American Smokeout, an
effort that encourages smokers to give up
cigarettes for 24 hours.

Based on the characteristics of
the specific workplace, the EAP
may consider redefining the teams
to address other areas not suggest-
ed here. However, regardless of
specific details, the idea needs to
remain that the teams must work
together to achieve the same goal
of a smoke-free work environ-
ment. 

Summary
People embrace change best

when they are a part of it.
Resistance is often a symptom of
feeling “done unto.” If you want
employees to buy in, involve them
in all aspects of this process.
Welcome their concerns and ask
for their ideas to address them.
Involving employees in the early

Smoke Free continued from Page 2

I wish to
thank RaeAnn
Thomas and
DaNita Carlson
for providing
this month’s
cover article
and Brown
Bagger. As always, we hope their
advice is useful for those of you
involved in developing smoke-free
policies and similar initiatives.

While more work remains to be
done, we’ve still come a long way
when it comes to providing healthy
working environments. No doubt
many of you remember the days
when it wasn’t unusual when a col-
league working close by fired up a
cigarette?! Back then, you didn’t
tend to give it a lot of thought
because it just didn’t seem as
though the non-smoker had any
rights.

It’s great (at least to a non-
smoker) to see that the tables have
finally turned. Smoke-free work
environments make perfect sense.
People have a right to smoke, but
not around those of us who don’t.
In a day and age with skyrocketing
health insurance costs, such plans
make a lot of financial sense as
well. 

Finally, we apologize for the
glitches in getting our annual reader
survey online. Visit www.impact-
publications.com/ear, scroll down
to “What’s New,” print out the
page, and then fax a completed sur-
vey to us at 715-258-9048. We
value your feedback, and look for-
ward to hearing from you. n

Mike Jacquart, Editor
(715) 258-2448
mikej@impact-publications.com

Editor’s Notebook

The gift of gab can
lead to improved
work perfor-

mance, according to
employees, but man-
agers seem to differ.

In recent surveys,
40% of over 500 full-
and part-time office
workers surveyed said
water cooler conversa-
tions increase productiv-
ity by providing
opportunities for employee bond-
ing. However, only 21% of the
150 senior executives polled
agreed.

“Informal discussions at the
water cooler or in the lunchroom
can often lead to new ideas,
stronger work relationships and
improved team camaraderie,

which, in turn, can
increase productivity,”
states Diane
Domeyer, executive
director of
OfficeTeam.

Domeyer advises,
however, that this is
true only up to a
point. “Conversations
should not interfere
with work that needs
to be done. If talks

steer away from business issues
and continue for extended periods
of time, it’s distracting to others.
In these cases, the dialogue should
be continued after office hours.” n

Source: OfficeTeam (www.officeteam.com), a
leading staffing service specializing in the
placement of highly skilled administrative pro-
fessionals. 

Workplace Survey

Discussion or Distraction?



By Sophia Dziegielewski

Practitioners continue to raise
questions about how Reactive
Attachment Disorder (RAD)

should be defined. The Diagnostic
and Statistical Manual of Mental
Disorders Fourth Edition, Text
Revision (DSM-IV-TR), currently
used by most mental health profes-
sionals, lists the essential diagnostic
feature of RAD as a “markedly dis-
turbed and developmentally inappro-
priate social relatedness in most
contexts, beginning before age 5 and
is associated with grossly pathologi-
cal care.”

Many practitioners suggest that
the current definition of RAD is lim-
ited because it focuses primarily on
a child’s sociability, but in practice
falls short in terms of covering the
behaviors of many children dealing
with attachment issues. What can be
most confusing is that RAD behav-
iors are similar to those associated
with other childhood disorders such
as Conduct Disorder, Oppositional
Defiant Disorder, and Post-
Traumatic Stress Order. What differ-
entiates RAD from these disorders is
a history of attachment disruptions,
and without a prevalence of abuse.

Overall, the behaviors of children
with severe attachment difficulties
are characterized as being aggres-
sive, controlling, and attention seek-
ing. Children with unmet needs
develop aggressive strategies in sat-
isfying needs, such as excessive
screaming or manipulating. Other
behaviors of children with attach-
ment problems include:

• A disregard for authority;
• Cruelty to animals; and
• Persistent lying, stealing, and

self-destructive behaviors.
Although many mothers of chil-

dren diagnosed with RAD agree that
the child’s social skills are disturbed,
most would argue that the heart of
the issue lies in the mother-child
relationship — even though children
with RAD typically project anger,
resentment, and sadness onto the
mother; thus, the mother becomes
the main “target.”

The Basic Need for Attachment
Children’s early attachment histo-

ry creates a blueprint of how they
will react later in their development.
A child with a positive history will
develop a sense of security that
allows him/her to control impulses
and emotions, which makes the
child generally cooperative and
compassionate. Therefore, securely
attached children have a high level
of self-esteem with positive core
beliefs that lead to largely appropri-
ate behaviors.

The insecure child with a poor
attachment history, however, can be
expected to be resistant, ambivalent,
and avoidant, with a negative self-
concept believing that he/she is bad,
unwanted, worthless, helpless, and
unlovable. Since past needs have
gone unmet, the insecure child may
view authority as being unrespon-
sive, insensitive, hurtful, and
untrustworthy. 

Believing that the world is an
unsafe place, these children may be
viewed as inconsolable; yet
obsessed with the parent, vacillating
between the need for closeness and
anger with the parent. They can be
overly demanding of affection,
“clingy,” and impulsive and volatile
in their behaviors. Children with
avoidant attachments tend to be less
affectionate, have an aversion to
physical contact, and mask their
anger with indifference.

Intergenerational Concerns
The clinician must be aware that

attachment is passed down from one
generation to the next, primarily
through the mother. Since attach-
ment theory proposes that a child
views himself/herself based on the
responsive nature of the mother, a
child who is maltreated may form a
view of his/her mother as unrespon-
sive, unavailable, and rejecting. This
leads to the child seeing himself/her-
self as unworthy and incompetent.

Since these early experiences
serve as a blueprint for future rela-
tionships, there is great concern that
these children will continue this
cycle when they become parents. In
essence, a child with unresolved
attachment issues will predictably be
unable to form positive, secure rela-
tionships with their own children.

Treatment and Best Practices
Attachment isn’t merely a devel-

opmental stage to be attained — it’s
an experience that builds a frame-
work in how children will relate
(good or bad) to their environment.
It’s vital that mental health practi-
tioners NOT ignore this concept in
favor of working only with a child’s
behavior. It is better to get to the
root causes of the RAD child’s
behaviors, than just the behaviors
themselves.

Future Directions
Unlike some childhood disorders,

RAD is an emotionally intense
social disorder, occurring primarily
in the context of relationships. With
a greater awareness of the impact of
unresolved attachment issues, it
becomes clear that mental health
professionals, and society as a
whole, need to better address risk
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factors. Consequently, preventative
measures need to be community-
based, focusing on biological, fami-
ly, and societal factors.

Schools, medical professionals,
social service agencies, and others,

Hope is Not Lost
The following are some simple

tips that can help improve spoken
communicative competencies:

• Use names and use them cor-
rectly. Emails and text mes-
saging too often go back and
forth without any type of
salutation. Using someone’s
name in a conversation
makes them feel special as
long as it is done in a genuine
fashion.

• Listen carefully for informa-
tion that can keep a conver-
sation going. If your
department head mentions his
family vacation this past
summer, ask him to elaborate
on it.

• Be aware of your body lan-
guage. Look like you are
paying attention and interest-
ed in what is being said. At
the same time, be aware of
the body language of others.
Often, how someone says
something is just as important
as what is said.

• Make eye contact and smile.
An old joke says: “What is
the difference between an
extrovert and an introvert?”
The answer: “An extrovert

looks at the other person’s
shoes instead of their own!” 

• Play the conversation
“game.” When someone asks,
“How was your summer?” or
“What’s going on?” answer
with more than “Pretty good”
or “Not much.” You certainly
don’t have to open up about
highly personal matters, but
the more you reveal about
yourself, the more that others
can learn about you.
Likewise, be sure to ask
questions that require more
than a simple answer. 

Summary
When you’re talking with

young people, your frustration
level may rise each time you hear
the “ding” of the instant messen-
ger program that forces you to
repeat yourself because he or she
is busy multi-tasking.

Young people are accustomed
to this fragmented conversational
style, but older workers are not.
No matter how many technologi-
cal advances lie ahead, young peo-
ple still have to deal with the older
generation at work and at home. n

Debra Fine is a nationally recognized
speaker, expert on conversational skills,
and author of “The Fine Art of Small
Talk,” (Hyperion 2005). For additional
information, visit Debra’s website at
www.DebraFine.com.
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By Debra Fine

Although technological
knowledge is necessary in
today’s working world,

these advances have made
Generations X and Y so reliant on
them that many workers in these
age groups lack face-to-face con-
versational skills. The following is
among advice they need to know.

You Can’t Type a Smile
Generations X and Y often use

poor vocabulary and grammar in
emails and instant messaging, but
this is a bad habit to get into in
the workplace, which will have
higher expectations in these areas
than they’re accustomed to.

Nonverbal skills also become
compromised as a result of a lack
of face-to-face interaction. People
have memorized the keys on their
Blackberry, but they can’t tell you
the color of their boss’s eyes. This
leads to difficulties in reading
body language and interpreting
verbal messages.

When it comes time for a face-
to-face job evaluation or review,
young people will likely have a
difficult time “reading” their
boss’s verbal and nonverbal lan-
guage, which can make for some
awkward, if not damaging,
exchanges. 

must acknowledge the seriousness
of attachment-related problems.
More efforts need to be made to
educate, train, and supervise thera-
pists in the field of attachment
work. n

Sophia Dziegielewski, Ph.D, is a licensed clinical
social worker and a frequent speaker and presen-
ter at social work conferences nationwide.
Editor’s note: The information provided is for
educational purposes and should not be con-
strued as a substitute for a medical diagnosis.
Consult a mental health professional that special-
izes in treating children regarding the applicabili-
ty of recommendations appearing in this article.

Workplace Trends

Advice for Generations X and Y
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By Jim Dawson

Whether we want to admit
it or not, we are all in the
sales business. Regardless

of what we do for a living, we are
always selling ourselves, and our
ideas, to other people. When it
comes to problem solving, improv-
ing the workplace and enhancing
customer service, this ability
becomes crucial.

While employees have good
ideas for how to drive the business
to greater success, management
often seems to be hard of hearing.
Why? Because most employees
don’t know how to: 1) articulate the
problem well enough to identify its
cause; and 2) get the resources and
support they need to resolve the
matter. 

Essentially, most employees
don’t know how to sell their ideas.
The good news is that learning how
to sell your ideas can boost your
career and benefit your organiza-
tion.

1) Lay the Foundation.
When you send an email, answer

a call, or attend a meeting, you are
selling yourself. Every interaction
makes an impression. If you want
people to be attracted to your ideas,
you need to be perceived as posi-
tive, open-minded, and trustworthy. 

Offer to help whenever possible.
If you show initiative, instead of
complaining or criticizing, you’ll

earn the reputation as someone who
makes a difference. 

2) Define the Opportunity or
Problem.

You can’t sell your idea until you
have clearly identified the opportu-
nity or problem at hand and its
underlying cause. Determine what
advantages the opportunity can gen-
erate or what it will cost if no action
is taken. There are only three rea-
sons a business will take action: it
needs to be faster, better, or cheaper.
Ask others what they think about
your idea. Use this time to build
relationships with people who
understand and support you and can
help you get to the decision makers.

3) Prepare Your Proposal.
Once you’ve done your home-

work, you are ready to prepare your
proposal.

• Outline the project’s scope.
Describe the parameters, how
long it’s going to take, and
who will be involved with
implementing it. People are
more likely to approve a plan
that’s easy to understand,
offers a realistic timeline, and
outlines the resources and
investment required.

• Explain how it’ll get done. Are
you going to coordinate the
project and follow up to make
sure people are doing what
they are supposed to do?
Remember, ideas are a dime a
dozen. Execution separates
completed projects from nice
ideas.

• Understand the organization.
The more complex the busi-
ness, the more effort it takes to
understand the organization’s
goals and structure. Learn how

the business operates and who
makes the decisions. 

• Review the audience.
Everyone has an agenda.
Know who the key players in
the organization are. You must
take their needs into consider-
ation or you won’t be success-
ful.

• Rehearse the presentation.
Practice your delivery regard-
less if you are going to present
your idea to a group of man-
agers, or in a one-on-one ses-
sion. If you are presenting
with a team, decide who will
present what and practice
together so that each partici-
pant makes the best possible
contribution. If your proposal
is to be submitted in written
form, be prepared to explain
your ideas should you be
called upon to answer ques-
tions.

4) Sell Your Idea.
• Meet and greet. Arrive early

so you can meet and greet
everyone who is going to hear
you speak. Shake hands and
smile. This is important when
you want to connect with your
audience, especially if you
anticipate resistance. 

• Present with passion. Your
presentation must be objective
— there is no room for “I” in
your proposal. You are stating
what the business has to do. At
the same time, if you don’t
have confidence in yourself
and passion for your idea, your
audience won’t either.
Confidence means convincing
people with doubts. Passion
persuades because people want
to believe. 

• Validate your position. Explain
your job experience and how
you can help the business. If

continued on Page 7
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Defending claims such as sex-
ual harassment, disability,
and wrongful termination

have become more commonplace for
companies, regardless of their size.

Although a well-crafted employee
handbook that is closely adhered to
by supervisors and managers cannot
prevent an employee or former
employee from bringing an employ-
ment-related lawsuit against an
employer, it can go a long way
toward avoiding or minimizing
employer liability.

Moreover, one of the most impor-
tant functions of an employee hand-
book is to confirm the “at-will”
nature of an employment relation-
ship, according to Laura Roppé, an
attorney with Brown Law Group,
which specializes in employee law
and business litigation. Consequently,
employers should require employees
to sign an acknowledgment regarding
their receipt of the handbook and
their understanding of the at-will
nature of employment.

Roppé adds that the development
of an effective employee handbook
becomes more important as a compa-
ny grows in size. She says very small
companies may only need a few sim-
ple policy memos or a listing of the
most important policies. Medium and
large companies may benefit from
having a more detailed employee
handbook. Consideration should also
be given to having more than one
handbook, in the event there are two
distinct divisions in the company,
such as manufacturing and adminis-
trative.

Regardless of specifics, key poli-
cies that should be included in an
employee handbook include anti-dis-
crimination policies, including an
EEO statement and anti-harassment

Ideas continued from Page 6
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you are going to increase pro-
ductivity and job satisfaction,
validate those points.
Emphasize that you are there
to make things better for them
and for the organization.

• Provide evidence. Build your
case by citing examples and
case studies. Walk people
through the process you are
proposing.

• Overcome objections. Turn
objections to your advantage by
responding with answers that
help your audience see things
differently. If someone says,
“We tried that 10 years ago and
it didn’t work,” ask in return,
“Has management, or the mar-
ket, changed in the past 10
years? Why is now not the right
time?” Then listen carefully.
The answers will reveal the
concerns you need to resolve.

5) Close the Deal.
It’s up to you to make sure that a

decision is made. If your audience
needs time to think about it, or if
you submitted your proposal in
writing instead of making an oral
presentation, ask when the decision
will be made and let them know
that you will follow up. Find out
whom you should get in touch with
and when.

6) Reap the Rewards.
The key to selling your ideas is

to remember that you are in the
sales business. This six-step process
will reap positive rewards for you
and the organization. n

Jim Dawson, managing partner of ADI
Performance, trains professionals in the success-
ful strategies of leadership, communications, and
management. You can reach him at (770) 640-
0840 or email jrdawson@adiperformance.com.

Legal Lines

Employee Handbooks are Vital
policy; an at-will statement and
signed acknowledgment, as noted
previously; and policies regarding
discipline and separation; wages and
hours (including employee classifica-
tions and overtime policies); employ-
ee performance; standards of conduct;
evaluations; and attendance. 

Other typical employee handbook
provisions include an explanation of
the company’s leave policies, includ-
ing medical, pregnancy, and FMLA
(50 or more employees); jury and
witness duty; military; bereavement;
and Family Temporary Disability
Insurance.

Mistakes to Avoid
Some of the common mistakes to

avoid in developing an employee
manual, Roppé says, include state-
ments or policies that:

• Dilute the at-will relationship;
• Lack clarity about the compa-

ny’s probationary period;
• Contain discipline policies that

are inconsistent with the at-will
nature of the relationship;

• Include other inconsistencies
between policies, disciplinary
writings, and performance eval-
uations;

• Inconsistently apply policies —
such as use-it-or-lose-it vaca-
tion, vague or outdated policies,
and inappropriate or inapplica-
ble policies.

Finally, Roppé recommends that
employee handbooks be reviewed peri-
odically to ensure that it addresses key
policies and offers clear statements. n
Source: Laura Roppé is an attorney specializing
in employment litigation and counseling, including
employee training and handbooks. She works for
Brown Law Group, which specializes in employ-
ment law cases. For more information, call (619)
330-1700 or visit www.brownlawsd.com. 



8 EA Report Visit EA Report’s website at www.impact-publications.com November 2006

By Allyson Lewis

You have met one or two of
them; they are in every company.
They pass you on the elevator each
morning with a smile on their face.
They grab a cup of coffee from the
break room just like you. But some-
thing about them is radically differ-
ent from you…THEY ACTUALLY
LOVE THEIR JOB!

Many of us have asked ourselves,
“Why do I feel stuck in this place,
while they seem to thrive?” The fol-
lowing are some secrets for living a
life you love:

1Be true to your purpose. Take
time to reflect on your
strengths and passions. Do you

thrive as a leader? As a listener? As
a creator? As an implementer? Once
you align your passions with your
daily activities, your productivity
and fulfillment at work will soar.

2Have an honest conversation
with your supervisor and co-
workers. Is it possible you

have not fully understood the real
importance of your job? Once you
recognize how your talents and
skills contribute to the value of the
company you may quickly regain
respect for your work.

3Re-establish written priori-
ties and boundaries for your
life. For you to live a life you

love, you must first determine what
aspects of life you value most. Is it
your faith? Family? Health? When
was the last time you made a written
list of your priorities? Often we
allow unimportant parts of life to
squeeze out our favorite activities.
Re-establish written priorities.

4Reclaim your day. How much
time would you say you spend
accomplishing and completing

productive projects and how much

time re-arranging stacks of paper?
Make a list of the projects you need
to complete, then place a ranking of
importance beside each task and
spend time focusing on completing
one task at a time. You will love
your job more when you have a feel-
ing of accomplishment and control.

5Do what you like and dele-
gate what you don’t like.
Utilize your strengths. Spend

your workday doing what you love
to do and learn to delegate your
weaknesses. If you work on a team,
have open and honest conversations
how each of you can be most valu-
able to achieving overall objectives.

6Clean it up. Disorganization is
one of the biggest causes of
dissatisfaction at work and at

home. Clutter makes you stressed.
Period. When you sit in a cluttered
workspace, it can make you feel
defeated before you even start.
Make it a priority to file or throw
away all of the paper that stands
between you and a better work expe-
rience.

7Make a decision to grow and
embrace change. When was
the last time you mastered a

new skill? If you want to re-ignite
the passion for your work — choose
to raise the bar on what you expect
of yourself. Read journals and trade
magazines to learn what is going on
in your profession. Find out who is
the expert of cutting-edge concepts
and technologies in your organiza-
tion or field and ask him/her to be
your mentor. Consider going back to
college. The more you grow, the
more you will know and the more
valuable you will become.

8Be grateful for the blessings
you already have. Write down
10 things you love about your

job. Think back to your first day at
your company. What were you most
excited about? Life is full of bless-
ings; sometimes we need to focus
more on the positive aspects.
When you love life first, you will
love everything that comes with it
— including your job. n

Allyson Lewis, author of “The Seven Minute
Difference: Small Steps to Big Changes,” has spent
the last 23 years developing and teaching concrete
yet actionable life changing concepts. She is a
renowned motivational speaker and strategic con-
sultant. For more information, visit www.sevenmin-
utesinc.com, or call (870) 897-4494.
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