
Crossword • Eugene Sheffer

Blondie • Chic Young

Hagar the Horrible • Chris Browne

Beetle Bailey • Mort Walker

Family Circus • Bil Keane

Cryptoquip

Mother Goose and Grimm • Mike Peters

Baby Blues • Rick Kirkman & Jerry Scott
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By Dave Green

Difficulty Level 7/25

 This is a logic-based num-
ber placement puz zle. 
 The goal is to enter a num-
ber, 1-9, in each cell in which 
each row, column and 3x3 
region must contain only one 
instance of each numeral. 
 The solution to the last 
Sudoku puzzle is at right.  

Todd the Dinosaur • Patrick Roberts

Sally Forth • Greg Howard
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Difficulty Level 7/22

Famous Hand
Advocates of light opening bids, who tend to 

live on the edge of many auctions, can point to 
this deal as proof of the effectiveness of their 
methods. The deal occurred in the semifinals of 
the 1999 U.S. International Team Trials.

When the deal was first played, Ralph Katz 
and Roger Bates reached four hearts on the bid-
ding shown. Katz’s one-club opening on a bal-
anced 11-point hand effectively kept East-West 
out of the bidding, allowing Bates and Katz to 
reach their laydown four-heart game unimpeded. 
Along the way, Bates threw in a psychic two-
spade call for good measure, and the duo wound 
up plus 420.

At the other table, the opposing North, Chuck 
Burger, passed in second seat, enabling East, 
Peter Weichsel, to open one diamond (Weichsel 
and Alan Sontag, his partner, were playing Preci-
sion Club) on his 11-point hand. This led to the 
following competitive sequence that ended with 
Weichsel-Sontag reaching four spades:

    

 
With trumps breaking normally, 11 tricks were 

there for the taking, giving Sontag-Weichsel 
a score of 650 points. Combined with the 420 
points gained by their teammates at the other 
table, this gave them a pickup of 14 IMPs in a 
match they eventually won by 29.

(c)2011 King Features Syndicate Inc.
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Dear Dr. Brothers: I’ve been given the task of 
doing the performance reviews for employees at 
work, and I’ve always felt awkward about giving 
and receiving feedback. Now that it’s part of my 
job, I feel I need to improve my skills at giving 
useful criticism. I don’t want to alienate people, 
but there’s no point in doing performance reviews 
if they don’t tell you anything. What can I do to 
improve at giving constructive feedback? – B.G.

Dear B.G.: Both giving and receiving feed-
back can be difficult, especially in the workplace. 
In our society, we’re not trained to give feedback, 
nor to receive it, so the entire operation can be 
uncomfortable. There are a lot of tips and tricks 
suggested, from using “I” statements to cloaking 
your criticisms in praise, but as you might know, 
none of these actually makes the person on the re-
ceiving end feel any better about hearing a nega-
tive critique. Because people are hard-wired to 
respond more to the bad than the good, even if 
there’s a tinge of negativity in an overall positive 
performance review, employees might bristle. 

At the heart of a lot of these problems is a fear 
of being excluded or losing social connections. 
With this in mind, we can frame criticism to em-
phasize inclusion. Starting a performance review 
by asking how he or she views his or her own 
performance – and even to comment on your 
performance as a boss – can give your employee 
joint ownership of the conversation, making him 
or her less likely to feel like your criticism is ex-
clusionary. Knowing personality types also can 
help – someone with low self-esteem will take 
criticism harder than someone who’s more resil-
ient. Put yourself in your employees’ place, and 
imagine how you’d like to receive these reviews.

Dear Dr. Brothers: I just found out I’m preg-
nant, which is great, except for the fact that I’m 
up for a promotion in a few months, and I’m 
afraid announcing my pregnancy will make me 
less competitive. I want to wait to tell my boss 
that I’m pregnant, but I’m nervous she’ll find out 
and then be unhappy that I didn’t tell her. What’s 
the best way to break the news so I can still get 
the promotion? – C.A.

Dear C.A.: Many women like to wait until 
they’re through the first trimester of their preg-
nancy before announcing, since the risk of mis-
carriage diminishes at this stage. However, you 
don’t want to wait until you’re already showing 
to break the news. Basically, when you decide to 
tell your boss depends on how you think she’ll 
take the news. If you think she’ll react in a pro-
fessional manner, it makes sense to tell her as 
early as possible. By breaking the news early, 
you can relieve the stress of morning sickness or 
fatigue. Also, if your job is very stressful or in-
cludes strenuous physical activity, it’s important 
for your and your baby’s health to decrease stress 
as much as possible.

Unfortunately, not all bosses have an enlight-
ened view of pregnancy in the workplace, and 
if your boss falls into this category, you might 
benefit from timing your news. If you wait until 
14 to 20 weeks along, you can show your boss 
you’re capable of doing your job effectively even 
while carrying your baby. You also can time the 
announcement to coincide with finishing an im-
portant project. The decision on timing is up to 
you, but your boss will be happier if she finds out 
from you than from the rumor mill.

(c) 2011 by King Features Syndicate   
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