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12 Ways to Keep the Holidays Stress-Free

The holidays are supposed to be a time of warmth, joy and excitement. And for many people, they are.
Still, the anxiety of having too much to do in too little time, the pressure of unrealistic expectations and
the tendency to overeat and overspend can easily overshadow holiday happiness. The following
suggestions will help you enjoy the season to its fullest with a minimum of stress.

Eat smart


Don't arrive at a party starving; you're likely to overeat. Instead, before you leave home eat a piece
of fruit, a small salad or a cup of low-fat yogurt. Eating a healthful snack will prevent you from
overindulging on mini quiches and other high-fat fare when you arrive.
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Avoid handfuls of anything. At the appetizer table, fill your plate three-quarters full with fresh
vegetables and fruit. Reserve the remaining quarter for anything you want, even if it's high in fat, so
you don't feel deprived.
Don't feel obligated to eat everything on your plate or to have dessert. And think twice before going
back for seconds.
If you overeat, get right back into your normal routine the next day.

Shop smart



Give yourself plenty of time to complete your holiday shopping. Shop with an itemized list of what
you'll buy for each person and a ballpark figure of what you'll spend.
Brainstorm for gift ideas. If you're stumped on what to buy, consider what's important to the gift
recipient. To personalize a gift that isn't personal, give the story behind it. For a book, write an
inscription that explains why you're giving it or mention specific pages the recipient may find
interesting.

Party smart







Keep parties simple by having a buffet instead of a formal sit-down dinner. Serve uncomplicated
dishes (made with six ingredients or less) that you've made before.
Buy nonperishable party items days, even weeks, in advance. These include groceries, beverages,
candles, napkins and decorations. Save the day before to buy items with a short shelf life, such as
fresh fruits, vegetables and flowers.
Cook ahead. On the day before your party, prepare salad dressings, stews, casseroles, cold sauces,
soups, desserts and dips. That way, during the party, you can spend as much time as possible with
your guests.
Hire a helper. To make your party more manageable, employ a teenager or a catering waiter to help
you serve during the party and clean up afterward.
Devise games guests can play to help spark conversation. For example, tape a piece of paper with
the name of a movie character onto the back of guests when they arrive. Challenge them to guess
who their characters are, with clues provided by the other guests.
Be sociable. Attending parties when you don't know many people can be stressful. To break the ice,
elect yourself the official introducer. If you see someone standing alone, go over and ask
nonthreatening openers. For example, ask these questions at a corporate function: How do you fit
into the company? Are you a spouse or an employee? What do you do? What does your spouse do?

The StayWell Company, LLC © 2019

2

For Peace of Mind, Act Instead of React
Some people's lives seem like a soap opera. But though endless crises and confrontations can be
entertaining on TV, they make for frustrating, unsatisfying lives. If you'd rather have peace of mind than
daily dramas, you need to take charge of the script.
"Learn to act for yourself instead of just responding to what's happening in your life," advises Gretchen
Grindle, M.Ed., N.C.C., CEAP, a counselor in Virginia. "Make deliberate choices about how you look at
things -- and how you want to deal with them."
Most people react without thinking, "especially in situations in which they feel hassled or threatened,"
says Ms. Grindle. "We're constantly responding to stimuli -- an annoying co-worker, a whining child, a
grumpy spouse. Instead of considering what's really going on or the most constructive way to respond,
we often lash out in ways that aren't very helpful."
Of course, this usually results in negative consequences. If another person is involved, the result is likely
to be hurt feelings, angry responses or out-and-out resistance.
Even when people are alone, they often let circumstances control them, instead of the other way
around. For example, when you're caught in traffic, you feel powerless, so you make yourself miserable
with anger or frustration.
"Instead, choose to use the time in a way that builds positive thoughts," says Ms. Grindle. "Do relaxation
exercises, listen to a book on tape, plan what you'll do the rest of the day. You'll arrive just as soon, and
in a much better frame of mind.
"Learn to separate what you can control from what you can't," says Ms. Grindle. "You can't control
another person, and many situations are also beyond your power. You can only control how you act, so
your focus should be on your contribution."

Act with care and courtesy
To start acting instead of reacting, Ms. Grindle says, "reflect on what has been working in your life and
what hasn't. In the big picture, has your behavior been getting you where you want to be?"
Here are some more strategies that can help you be more active and less reactive.





Make a daily to-do list. "Start each day by planning what you want to do and setting priorities.
Even if you don't get everything done, the process is important," says Ms. Grindle. "You're
reclaiming control instead of just putting out fires."
Maximize your physical health. Being "all that you can be" increases your confidence and sense
of control. A healthful diet, regular physical activity and enough sleep all help you feel up to
daily challenges.
Get a handle on anger. You may have a right to be angry, but you don't have a right to act
destructively on that feeling. Walk away until you get hold of yourself.
Let go of resentment. Carrying around old grievances is like keeping a 10-pound weight tied
around your neck. You don't have to forgive old wrongs, but you can accept them and move on.
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Learn to listen. "Listening gives you power because it helps you learn more about the other
person. It puts you in a better position to create a win-win situation," says Ms. Grindle.
Speak respectfully to everyone. Simple courtesies set the stage for constructive interactions.
Consider how others will respond to what you're about to say. If it's likely to cause hurt or
anger, find a more positive way to make your point.
Give others the benefit of the doubt. If someone in the express checkout line has a couple of
extra items, forget it. If you make it your problem, it will haunt you the rest of the day.
Count your blessings. Reminding yourself about the good things in your life is a great way to feel
more competent -- and confident.

"Most people today lead lives that are ripe for stress," says Ms. Grindle. "Take time to claim some
happiness -- kiss your spouse, hug your children. Whatever else you need to do, this is a very
important action to take."
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Divorce Mediation Myths
Myth: Mediation allows one spouse to dominate another.
Fact: A good mediator pays close attention to the power balance between the spouses and uses specific
techniques to address any imbalance. If one spouse persists in dominating behavior, the mediator will
call a stop to the mediation rather than allowing it to continue. One caveat: Even the best mediator can
be unaware of a power imbalance if it only goes on outside of the mediation sessions and the spouses
don't let the mediator know about it.
Myth: Women are at a disadvantage in mediation.
Fact: Women are no more at a disadvantage in mediation than in divorce court. In fact, women can
often obtain a better result in mediation than they can in court, because the mediation process allows
separating spouses to negotiate an agreement that considers nonlegal factors. Also, except for courtordered (mandatory) mediation, a woman is free to stop the mediation or refuse to sign an agreement
that seems unfair to her.
Myth: Mediation is more of a hassle than hiring a lawyer to handle the divorce.
Fact: Whether divorcing spouses mediate or hire a lawyer to handle the divorce, they have to do a
certain amount of gathering information and making decisions. Mediation offers a streamlined approach
to the information-gathering and decision-making processes. In contrast, using the courts is
cumbersome and expensive.
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Myth: Mediation is for wimps.
Fact: In mediation, the spouses stand up for themselves and what they want. They don't have lawyers
speaking for them and telling them what to do. As a result, people who mediate often come out of their
divorce with enhanced communication skills and self-confidence, as well as agreements they can really
live with.
Myth: Mediation makes the divorce take longer.
Fact: Mediation almost always takes less time than litigating a divorce. Unless the spouses have worked
everything out ahead of time, hiring lawyers to handle the divorce will almost always take as long or
longer than mediating, even if the lawyers are able to settle out of court.
Myth: There's no place for lawyers in mediation.
Fact: Lawyers who understand and support mediation can help mediating spouses in several ways: by
informing them of their legal rights and options, by coaching them through the negotiations, by coming
up with creative settlement ideas, and by preparing the necessary divorce paperwork once an
agreement is signed. Most consulting lawyers charge a reasonable hourly fee and don't require a large
retainer (advance deposit). A spouse pays for only as much consulting time as is needed.
Myth: All divorce lawyers understand and support mediation.
Fact: Divorce mediation is still a relatively new way of approaching divorce. Many adversarial lawyers
have little or no experience with the nonadversarial approach used in mediation. Some even disapprove
of mediation, arguing that divorcing spouses should not negotiate on their own but only through
lawyers. These attitudes are slowly changing, as divorce lawyers become more aware of mediation and
its benefits for their clients. Meanwhile, spouses wishing to mediate their divorce need to find
consulting lawyers who are "mediation-friendly."
Myth: In mediation, the mediator decides what's fair.
Fact: Unlike a judge or an arbitrator, a mediator has no power to make decisions for the divorcing
spouses. The mediator's job is to help the spouses negotiate an agreement that each of them considers
fair enough to accept.
Myth: Mediation is always the best option for every divorcing couple.
Fact: Mediation works for most divorcing couples. As long as both spouses are able to speak up for
what's important to them and can behave themselves appropriately in mediation, the process can work
for them. On the other hand, mediation may not offer enough protection and structure for some
couples. For example, a couple with domestic violence or substance abuse issues may need to have
lawyers speak for them instead of trying to negotiate directly. In addition, some spouses may prefer to
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assume the risks and cost of adversarial litigation in order to make a point or assert a legal right rather
than compromise in a settlement.
Nolo Legal Press ©2019

6

The Frontline Supervisor

October 2019
Publication of Wayne Corporation - Employee Assistance Program
(502) 451-8262 or (800) 441-1327
E-mail: info@waynecorp.com
www.waynecorp.com

Q. How can a supervisor become less fearful of confronting an employee whose performance is
unsatisfactory? I think many of us live in denial, or rationalize avoidance of this unpleasant task. We want to
be leaders, but this responsibility is the most distasteful. How can the EAP help?
A. Most supervisors temporarily get away with ignoring employees who are not performing satisfactorily.
Unfortunately, however, such problems grow worse, as do the risks they present. Helping supervisors
understand the chronic nature of unresolved personnel issues can create an urgency to act sooner, before a
crisis makes confrontation unavoidable. Shy supervisors usually are unaware of the secondary problems
associated with poor performance. Failure by employees to follow work rules and disregard for one’s
professional development are examples. Supervisors’ reluctance to confront employees is often based on fear.
This might be fear of being lashed out at by the employee, disliked, or labeled unfair. The reticent supervisor’s
goal is to avoid an undeserved reputation as an oppressor. If this sounds familiar, contact the EAP for counseling
and support, and practice some tough role plays with the EA professional. You will be astonished at how such
exercises can enhance one’s fortitude to act.
Q. I don’t want to be the cause of my employees burning out, but there is no way I can distribute less work to
them. Can you offer tips for how to balance these issues? Any hard data to back up those tips?
A. When discussing burnout, it is important to describe what the term means, given the context of the work
situation. A report from the National Institute of Health in 2017 reminds us that burnout is not an official mental
health diagnosis, that the definitions are drastically nonuniform across research studies, and that many
symptoms included in these definitions are also associated with depression. So, who is burned out and who is
not is not easy to determine. A recent Gallup survey of German workers may have discovered an answer that
will help you in considering how to engage with your workers. Those who received regular praise and
recognition for good work, had proper materials and equipment to deliver quality work, and felt their opinion
counted had lower feelings of burnout. How much control do you have over these factors? It appears that most
supervisors have a quite a bit. Source: www.gallup.com [search: “German Workforce Stress”].

Q. I have an employee who behaves as if he “knows” everything. Other employees suppress their opinions
around him, so I miss their input on issues that need to be resolved. The tricky part is that he really is smart,
but how do I address a problem like this?
1

A. It is difficult for some supervisors to imagine that a very smart employee with significant skills and major
contributions could also be a problem employee. This is an example of the “halo effect.” This can make it a
challenge to confront an employee about conduct issues. Obviously, it takes more than intelligence to be
effective in the workplace. It also takes teamwork, soft skills, and emotional intelligence — the ability to
recognize others’ needs and feelings and use this information effectively. These skills appear lacking or
unapplied in this instance. You can quantify the effect that your employee’s behavior, conduct, and attitude
have on others. You also can observe behaviors that lead to these effects. This is all you need in order to
compose the effective documentation necessary to discuss and counsel your employee. Meet with the EAP,
however, for consultative help on pulling these pieces together in a way that will be effective when you sit down
to discuss the issues and make changes.

Q. I am new to my leadership role. Can I learn leadership skills from a book, or is leadership too complex? Is it
an art form or the product of some creative process? What role can the EAP play?
A. Much of leadership is learned from the school of “hard knocks,” but it is also an art and a science, as many
books attest. Literature may increase desire and excitement for your new role, but it won’t shorten the learning
curve of practical experience. Some principles that can help you shape your own style are worth hearing. Be
clear with employees about what you want from them — don’t let them wonder about it. Offer a vision about
what success looks like that they can grasp. Doing so will cause employees to establish standards of
performance modeled after your examples. Never allow employees to think they aren’t accountable, and be
liberal with praise and celebrate successes. Be consistent with your employees by not confusing them with
different or muted reactions to problems and concerns. Employees will march to the rhythm you set and this
will influence the work culture. Don’t let your leadership style develop accidentally. Make this a conscious
process.

Q. What’s the most important thing a manager can do to help prevent workplace violence?
A. Instructing supervisors in spotting signs and symptoms of potential violence, promoting fair work practices,
and resolving conflicts are strong “to dos” in helping managers prevent workplace violence. However, the most
effective overarching piece of advice is “get to know your employees.” This requires possessing or developing a
natural sense of curiosity, aided by a strong belief that employees are your most valuable resource. Whether
you discover employees being bullied, feeling treated unfairly, facing domestic conflict, not bonding with
coworkers, suffering from depression, or even showing signs of being under the influence, a supervisor has
numerous opportunities to discover smaller issues that can lead to tragedy down the road. And, of course, the
EAP is always there as a resource you can encourage employees to use.
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