
Getting Good Agreements
Within Families: A Process,
not a Product

Consulting Presentations Seminars

The Aspen Family Business group: David Bork · Leslie Dashew · Dennis T. Jaffe · Sam H. Lane ·  Joe Paul ·
serves as a resource to help families create an environment in which members are open and willing to learn and
grow. It is in such a setting that families are able to envision and achieve the positive possibilities of their business
as well as maximize enjoyment of their family life. Our goal is for the family to develop harmonious, healthy, con-
structive interpersonal relationships and to maximize the success of their family-owned enterprise.
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Explores the Family and Psychological 
Issues in Family Business and

Family Wealth, and Methods of Helping
Families Deal With These Issues

Faculty: Dennis T. Jaffe, Ph.D.,
Stephen Goldbart, Ph.D. and

Joan DeFuria, M.A. 
of Money, Meaning and Choices Institute

Offered by Saybrook Graduate School
www.saybrook.org

For information e-mail Dennis Jaffe
djaffe@saybrook.edu

Health, Wealth & Happiness...
Can You Have It All?

March 11-14, 2004
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A family is experienced by family
members as it was in the past, not as
it is today, or is becoming in the
future. That is because emotional
time is eternal—people are affected
by personal hurts, understandings,
needs and wishes as if they 
happened yesterday. Therefore, as a
family grows, it must develop some
clarity about how it will operate it’s
business or financial enterprise, or
risk being derailed by emotional
baggage from the past. 

A family in business cannot
remain the same. New generations
are born and grow up, and others
enter by marriage. New generations
do not carry the collective memory
of the founding generation.
Therefore, over time, informal
understandings and ways of working
have to be documented, so that new
members can understand and live by
them. These agreements must be
clearly spelled out, in writing. As a
family and its various enterprises

grow, the number of such agree-
ments multiplies. 

Many family agreements—trusts,
estate plans, and partnership agree-
ments—are written in legalese. They
are rarely seen, referred to or 
understood. So, if a family is to
function, it needs to create operating
agreements that are clear, understood
and used by members. This means
that legal documents need to be
explained and clarified. Other family
intentions are not legally binding,
but when an older generation
expects family members to abide by
them, they must be codified.

This issue of the newsletter talks
about some of the family agreements
that families we have worked with
are using to make their operations
more transparent and helpful to each
other.

Agreements may seem like a
needlessly bureaucratic path for a
personal entity like a family. But,
(continued on p.7)
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The following is excerpted from the
forthcoming book being written by the
Aspen Family Business Group

er as families in
business. Often,
the informal
nature of fami-
lies, the history
of parent-child or
sibling patterns
of relating and
the lack of an
organized dia-

logue or focus, contribute to somewhat
chaotic, “unruly” or unproductive con-
versations. This is why consultants to
families often create “legitimizing
structures” where dialogue can occur

for owners (a board of directors or
shareholder meeting), for managers of
the business (management team) or
family council (to focus on the goals
and challenges of the family).  Having
a facilitator often helps the family feel
safer, and normally a set of ground
rules is established so that everyone
operates on more of an even playing
field.  

Like other guides to parliamentary
procedure (e.g. Websters), we believe
that there are some basic principles
which are fundamental to effective
meetings of families:

· Strive to promote courtesy, justice,
impartiality and equality

· Take up business one item at a 
time

· Protect the rights of individual, 
minority and absent members, 
while the will of the group in its 
entirety is articulated.

· Choose someone to facilitate or 
direct the discussion and keep 
order (presiding officer, chair-
person, president)

· Give all members of the group the 

Having a facilitator often helps the
family feel safer, and normally a set
of gound rules is established so that

everyone operates on more of an
even playing field.

A Safe Place to Speak: Rules of Order for Families in Business
by Leslie Dashew

right to bring up ideas, discuss 
them and come to a conclusion

· Come to an agreement among all
members about what to do

The “institutionalization” of these
rules creates stability and trust in the
processes of the organization.

Guidelines for Conducting the
Meeting:

Some samples of guidelines families
may wish to consider include:

· Members have a right to sufficient 
notice for a meeting

· The “chair” or presiding officer 
calls the meeting to order on time

· The chair follows the agenda to 
assure that the purpose of the 
meeting is accomplished. Some 
aspects of this include:

Adopting/revising the agenda
Prioritizing the agenda
Time-boxing the agenda

The chair does not take sides, rather
assures that all points of view are heard
and that the dialogue or debate remains
orderly, following agreed upon rules.

Rules for Participation:
· One person speaks at a time (“has 

the floor”)
· Members take turns speaking
· That person can not speak again 

on the topic at hand until all others
have had an opportunity to speak 
on the topic, or “motion”

Elections of officers are prescribed
by the by-laws or constitution of the
organization and these should set forth
the dates, method of nominating candi-
dates, procedure(s) for voting and the
terms of office. 

In future issues of the newsletter and
of course in the book, we will go into
much greater detail on these concepts,
rules and procedures. 

Leslie Dashew
21839 N. 98th Street
Scottsdale, AZ 85255
480·419·4243
e-mail: ldashew@aol.com

Families in business have the chal-
lenge of complexity which other fami-
lies do not have.  They have many
more decisions to make together than
other families and may have role con-
fusion:  am I dad or employer at this
moment? Families of wealth share
some of the web of entanglements
experienced by families who own busi-
nesses, as they may share management
of their assets, have similar issues with
entitlement, and find themselves con-
fused about which relationship is
“active” at the moment:  family or
business.

Thus we have always believed that
having a place to speak that is appro-
priate to the role, safe and guided by
ground rules adopted by that group, are
essential to success in the family.

These “rules for order” are similar to
the notion of parliamentary procedure
that has guided deliberative bodies for
several centuries. The roots of the word
“parliamentary” are “to speak” and “a
place to speak.”  In the thirteenth cen-
tury, the word “parliament” was used
to describe any important meeting held
for the purpose of discussion.  From
the earliest tribes, to the first parlia-
ments of England, to families who
share assets in our modern world,
guidelines are required to assure that a
conversation is constructive, efficient
and effective.

Today’s families are often frustrated
by their initial attempts to meet togeth-

From the earliest tribes, to the
first parlaiments of England,

to families who share assets in our
modern world, guidelines are

required to assure that a
conversation is constructive,

efficient and effective.
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The Gather ing
Aspen Family Business Group

invites you to be part of the fifteenth annual

Family Business Gathering
“Success Strategies”

AUGUST 5-8, 2004
Spend four days in glorious Aspen, Colorado and learn

from the guidance of AFBG experts, as you:

· MAXIMIZE the success of your family-owned 
enterprise

· DEVELOP harmonious, healthy, constructive 
interpersonal relationships

· SHARE experiences in a “safe harbor” atmosphere

· DEFINE solutions for your individual situations

· RESOLVE specific problems

· RELAX, EXPLORE and CELEBRATE

conference leaders are experts who serve companies of all
sizes, across the nation and throughout the world.

David Bork  · Leslie Dashew, M.S.W
Dennis T. Jaffe, Ph.D.  · Sam H. Lane, Ph.D.

Joe Paul, M.S.

$800/person for the first two 
attendees

$650/person for each additional
attendee

SNOWMASS CLUB RESORT
travel & accommodations separate

For information and registration
Cynthia Vandenberg
503·944·0944

info@aspenfamilybusiness.com

or order directly from our new,
improved web site (see bar above)

www.aspenfamilybusiness.com

books
A) The Best of the Human Side

A Collection of Articles 
by Leslie Dashew $15

B) Working With Family Business
by David Bork, Dennis T. Jaffe, 
Sam H. Lane, Leslie Dashew, and 
Quentin G. Heisler $37

C) Working With the Ones You Love
by Dennis T. Jaffe $15

D) Family Business, Risky Business
by David Bork $15

E) Health, Wealth and Families: How to 
Assure Your Wealth Helps, Not Hurts, 
Your Family
by Leslie Dashew $15

Set of 5 for $75

monographs
1. It Ain’t Easy to be Rich

by David Bork

2. Let’s Celebrate the Good News 
for Family Business
by David Bork

3. Consulting to the Family Business
by Dennis Jaffe

4. Family Boards: 
How to Make Them Work
by Sam H. Lane

5. Joining the Family Business
by Leslie Dashew

6. The Challenge of Families 
Who Work Together
by Leslie Dashew

7. Transferring Authority 
in Family Business
by Joe Paul

8. The Challenges of Downsizing 
a Family Business
by Sam H. Lane

9. Succession Planning
by Sam H. Lane

10. Exploring Differences in a Hierarchy
by Elizabeth McGrath and Nick Bizony

11. Getting Along With Family Members
by Sam H. Lane

12. The Family Business Employment 
Policy
by David Bork

Full set: $30 Individual: $3.50

To order, call 503·944·0944
or use order form on back

or order online
www.aspenfamilybusiness.com

resources
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made, welcoming constructive dis-
agreement among us, but being 
united in public. 

· To disagree skillfully, with civility 
and without hostility or anger. 

· To develop the skills necessary to 
diffuse hostile misunderstandings
or disagreements.

· To recognize the unique nature of
our relationships with one another 
and place a priority on clear and
skillful communication.
To stay positively connected by 
meeting regularly as a family, as 
owners and as managers, so that 
each of these parts of our lives 
gets the attention it needs.

To encourage the development of
the next generation as stewards of 
their shared assets, and possibly as
leaders of the company.  

Moral commitments are often made
without being spoken or written. At
other times they are made verbally and
sealed with a handshake.  However,
there are points in relationships when
these commitments are made even
more powerful and binding when they
are put into writing. The power of it

comes in the thought and conversation
that must happen to reach agreement on
complicated issues. The discussion that
is required to put these ideas and feel-
ings into words that everyone accepts
brings greater clarity and minimizes the
chances that incorrect assumptions will
be made. 

Here are a few ideas that may help if
you think that your family needs it own

Code of Conduct
by Joe Paul

covenants:
Set aside an extended period of time,

such as a weekend.
Pick a setting that is relaxing for you

all and where you will not be distracted
by telephones or too much entertain-
ment and extraneous activity.

Set aside at least two breaks from
discussions during the day to have time
alone with your thoughts.

Resolve to be open to outcomes
without being overly attached to a spe-
cific outcome that you have thought of
earlier.

Create an environment that encour-
ages mutual understanding and dia-
logue rather than debate.

If you are comfortable with the tech-
nology, use a laptop computer connect-
ed to an LCD projector when the time
comes to collectively draft the language
of your covenants. You may find that it
is a much more engaging media than
flipcharts.

Expect to be frustrated at times dur-
ing the process. When you feel stuck,
probe to understand each of your
underlying values that may not be
aligned.  

Consider using a professional facili-
tator, so that no family member will be
burdened with responsibility of leading
the process at the expense of being able
to be an equal participant with others. 

No document, whether contractual or
covenantal, can control negative emo-
tional dynamics or the hostile politics
of some family businesses. But the
actual process of reaching these agree-
ments as a group and committing them
to writing will reduce your chances of
misunderstandings, hostility, hurt feel-
ings, or even litigation. 

J. Joseph Paul
4025 SW 6th Avenue Drive
Portland, OR 97239
503·297·0750
e-mail: familyfirm@aol.com 

Our lives are
shaped by the
commitments we
make. Marriage,
parenthood, own-
ership, military
service and
employment are
all examples of
these defining
commitments.
Some of these

commitments that we make are legally
binding. Others are morally binding.
The legally binding commitments are
contractual, while the morally binding
commitments are sometimes known as
covenants. 

The Code of Conduct below is an
example of covenants that were reached
by a group of three siblings who are the
third generation owners of a family
business. In the course of a weekend
retreat they worked very hard to put
these ideas and feelings into words.
They made this effort because they
realized that the long term stability of
their family and their business was, and
would increasingly be, based on the
quality of their relationships with one
another. 

Leadership Covenants

In recognition of the challenges of lead-
ing a family in business across genera-
tions and out of our desire to enrich and
pass on the legacy of our parents we
promise:

· To deal with one another with hon-
esty, trust, integrity, love, respect 
and maturity. 

· To share power and authority 
responsibly by listening to each 
other, respecting our respective 
opinions, showing humility, look-
ing at all sides of an issue before 
making a decision, being open 
minded, supporting one another in 
public once decisions have been 

The discussion that is required to
put these ideas and feelings into

words that everyone accepts brings
greater clarity and minimizes the
chance that incorrect assumptions

will be made.



5Consulting Presentations Seminars

A number of issues should be cov-
ered in a Buy-Sell Agreement.

· Who can be an Owner?
· What are the “trigger events” for 

ownership transfer, such as death, 
disability, or redemption?

· How shall an ownership position 
be valued and what are the terms 
of a purchase?

Some of these questions have better
answers than others, but there are no
“right and wrong” responses.  It is pret-
ty much whatever everyone determines
works best.

The question of who can be an owner
addresses how narrowly or broadly
people can participate in the enterprise.
As the heirs increase in number and
diversity, the challenges of managing
the ownership increase geometrically.
Limiting the breadth of this progression
may make sense from a business stand-
point, but may be a tough sell to a fam-
ily member.

Some ownership transfer triggering
events are straighforward–some are not.
In the case of death, the most challeng-
ing question is whether the departed
owner’s family can inherit his or her
ownership, or does it come back into

the fold? Another potentially vexing
area regards whether someone can
force the company to redeem some or
all their shares. A negative answer to
this point. or not adressing it, runs the
risk of “trapping” someone in their
investment. Typically, if this happens, it
is a seed of great trouble down the
road.

In privately held companies, the val-
uation process may not seem to pro-
duce a number anywhere near the “full
value” of the stock.  This difference
may occur for estate tax purposes, but it

Buy-Sell Agreements
by Sam H. Lane, Ph.D.

also can happen because the people
who control the process don’t want to
pay out more than they have to in a
redemption situation.  A good rule of
thumb is to establish a valuation
process that can withstand public
scrutiny, and is fair. 

In a public company, the transfer of
ownership provisions is extremely
important because the control of the
company could be placed in the balance
by family members selling their shares
to non-family parties.  The valuation
formula is less important in this case
because the public markets take care of
this point.

Another issue families have to sort
through is whether the company has the
first right of refusal if stock becomes
available, and is the company obligated
to purchase this stock?  Relatedly, how
should the purchase be funded, and on
what terms? 

It is important to underscore the
necessity of having all these contingen-
cies worked out before they occur, so
resolutions can be reached in a calm
and thoughtful manner, instead of in the
heat of the moment 

Sam H. Lane, Ph.D.
5608 Malvey Ave, Suite 211
Fort Worth, TX 76107
817·735·1898
e-mail: shlane@aol.com  

A Buy-Sell
Agreement is
extremely impor-
tant in a family
owned business,
as it specifies the
parameters of the
transfer of own-
ership. Some
partnerships and

L.L.C.’s contain a Buy-Sell provision,
but many Articles of Incorporation do
not. Thus, in the case of a corporation,
it is up to the shareholders to be proac-
tive to formulate one.  

Absent a Buy-Sell Agreement, own-
ership transfer may occur in the emo-
tion of the moment, rather than accord-
ing to any previously agreed-to princi-
ples. This absence may prevent the dis-
solution of a difficult business relation-
ship, because conditions are not speci-
fied by which people who have reached
a business impasse can separate their
interests. This may result in a stale-
mate.  The lack of specified procedures
can be doubly painful in the case where
a family owner has died, leaving the
grieving spouse to negotiate with the
remaining family owners. When this
happens, the inevitable difficulties of
working out the disposition of the sur-
vivors’ ownership makes a hard situa-
tion even worse. Having agreed to prin-
ciples regarding the transfer of owner-
ship is one more tool to promote har-
mony and ensure the success of the
enterprise. The agreement should be
balanced between the needs of the com-
pany going forward and those of a
departing participant. However, as a
rule of thumb, the ability of the enter-
prise to go forward must receive a high
priority.

The process of working out the Buy-
Sell Agreement many times triggers
productive conversations among the
family members that get them to focus
on a multigenerational perspective.  

A good rule of thumb is
to establish a valuation process

that can withstand public scrutiny
and is fair.

visit us/hear from us
For more information 

about our products and services, 
or to receive email updates, 

visit our web site: 

aspenfamilybusiness.com

or call 503-944-0944

200 Riviera Plaza
1618 SW First Ave.
Portland, OR 97201
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family? What values guide it? Where
does the family want family members
to be in the business? The mindset
about the purpose of the business and
family participation begins with a set of
values. Is employment a right for fami-
ly members, or a privilege that must be
earned?  Is a family employee just like
any other, or are there special perks,
expectations and career paths that are
open to family members?
Eligibility: 

What family members are eligible to
join? Do all family members have a
chance, or are there very limited places
available? One issue that families must
face is whether in-laws should be able
to join. There are different views about
this: one, that it adds to the family tal-
ent pool; the other, that it leads to
unnecessary conflict. 

The preparation and requirements for
entry are also specified. Many families
require an advanced degree relevant to
the business, and often outside employ-
ment for a period of years. These
requirements reinforce the value that
competence and self-confidence is
needed for family employees. The
rationale for outside employment is to
help the family members learn their
capability in an environment where
they are not the owner’s relatives, and
are appreciated on their own merits. It
is also to gain experience in another
business, often a larger one than that of
the family, to learn good business prac-
tices.
Entry Process:

How do family members apply for
jobs? Do they just ask, or must they
find a job available? How do they do
this without putting a manager in a dif-
ficult position? Generally, there is
Board involvement with family mem-

Family Employment Agreements
by Dennis T. Jaffe, Ph.D.

ber entry. Defining a position and
applying must be specified.
Supervision and Performance
Evaluation:

Too often, family members just
work, get a paycheck and because they
are family, that is that. But an employ-
ment agreement should specify how a
family member receives supervision
and feedback about performance. A
family member often has a hard time
getting clear feedback about perform-
ance, so care must be paid to make sure
that it happens. Some families use inde-
pendent Board members as mentors for
family members. Expectations and spe-
cial opportunities provided by the fami-
ly for career and executive skill devel-
opment should be made clear, with
incentives to take advantage of them.
Compensation:

Since some family members work in
the business, and others do not, the
question of salary should be clarified.
Do all family members expect equal
salaries, or are they compensated at the
market rate for their jobs? We clearly
feel that family members should be
paid for the job, and receive other
income as gift or dividend distribution
along with family members who do not
work in the business. 

All of these areas should be spelled
out as young family members grow up,
and consider entering the business. In
order to prepare themselves and devel-
op the necessary mindset and motiva-
tion for their aspirations, they need to
know the rules and expectations. Of
course, these are only the agreements
about employment. The later issue of
who will attain leadership has still to be
addressed among the family and non-
family contributors to the business.  

Dennis Jaffe
764 Ashbury St.
San Francisco, CA 94117
415·665·8699
e-mail: djaffe@saybrook.edu

As a person grows
up in a family that
owns a business, it is
inevitable that par-

ents will dream that some of their off-
spring will enter the business, and their
children will dream about working with
mom or dad and eventually taking their
place. A very natural Oedipal fantasy,
but in a family business, one that has a
firm basis in reality. In a traditional
family, the succession question was
established—the eldest son inherited,
and the others found professions or
married well. But today, as women join
men in the workplace, and families are
less regulated by birth order, the family
may face a situation where there are too
many family members for too few
places in the business. And, in a world
where business becomes more global,
complex and competitive, the business
of tomorrow may need some very dif-
ferent skills than it needed in the past.

Creating clear rules to govern family
employment is therefore a protection
for the family and for the business. It
anticipates family rivalries and protects
the business from incompetent heirs.
When a family grows, from a founder,
to a group of siblings, to a third genera-
tion of cousins and new spouses, it
needs to define clearly what is needed
and expected from a family member
who is employed in the business. This
policy should be defined collaborative-
ly by the whole family, but it is impor-
tant to realize that the family leader
who has the controlling role in the busi-
ness has the final say about this matter,
in consultation with the Board of
Directors. 

Several key areas must be included
in a Family Employment Agreement.
Each includes a set of practices, and is
usually accompanied by an explanation
for the family’s choices:
Core Values and Mindset:

What does the business mean to the

The mindset about the purpose of the
business and family participation begins

with a set of values.
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fami ly  bus iness assessments
As an advisor to complex wealthy 

families and family businesses, how often
have you wished you could quickly get
information about areas where family 
members do not see eye to eye, and find a
way to bring those areas to the attention of
your clients in a non-threatening way?

The Aspen Family Business Inventory
helps families who are in business together
to sort out the issues of communication,
succession, work roles and family 
boundaries, effective management, and
their vision of the future. 

The Aspen Family Wealth Inventory
helps families who share the management
of investment of significant assets to
explore the issues in communicating, 
defining goals and making decisions 
clarifying roles and responsibility.

Professional Advisor
Interpretation Kit $125

Includes: Interpretation Guide,
Sample Report,
Inventory Forms and
Answer Sheets.

Full Family Assessment, 
for up to 15 participants $500

Includes: Computer Processing,
Family Report 
and Advisor’s Report

Now reports delivered 
in pdf format direct to 
your email.

Use order form on back, or order online
from: www.aspenfamilybusiness.com

(continued from p.1)
many families have large 
businesses, with significant wealth
shared among many people with 
different views, needs and 
personalities. In fact, clear 
agreements that everyone accepts 
actually lessen anxiety and 
uncertainty for family members. 

While some people may not like
some aspects of a family agreement,
if the agreement is clear and spelled
out, people at least know what is
expected of them, what they can
count on, and where they stand.

Agreements are particularly 
important because a family negotiates
the boundary between the family, its
many individuals, and the operating
business(es) jointly owned by family
members. Family members can take
on a variety of roles—employment,
board 
membership, advising, participating in
philanthropy, starting a new 
venture—that the family can 
support. Since family members are so
different, the family has to set out the
rules and paths for a family member
to become involved. 

We offer, in this newsletter, a num-
ber of guidelines for a family to use
when undertaking the process of cre-
ating good agreements among them-
selves.

A Note from the Gathering
Karen Kryla, a family business consultant in the Napa Valley

who attended the gathering with one of her client families, wrote this letter 
to send to her fellow mentees. She has graciously given us permission 

to include it in the newsletter.

A special thanks to the Mentors for including me in their conference. It was a very 
positive experience for me and for the family that came with me to the conference.
Mentees:

Don’t miss out on this opportunity next year!
For You:

You’ll never get the full flavor of working with Family Businesses by just reading,
studying and attending FFI meetings. You really need to see and experience for 
yourselves the members of the AFBG in action–working and helping 
Family Businesses move forward in their business and lives.

As Joe would say, it’s the experience that you need to gain that intuition and tacit
knowledge necessary to be effective in your work. Not only did I have the experience 
of watching AFBG interacting and working with the families, the mentors also allowed
and encouraged me to participate with them as a “staff member” in the workshops.
For the Business Family You Bring:

The family that I brought to Aspen was tremendously pleased to have gone to the 
meeting. I received multiple thank-you’s from several of the family members for 
encouraging them to attend. They left the meeting with resolve to further their family
business and heritage and to work on ways to bring their family closer together 
despite differences and difficulties that they have in the past.
For Your Relationship with Your Family Business Client:

Spending time with your clients strengthens your relationship with them. I think 
that this is particularly true when your interactions with them span both business 
discussions and enjoying recreational opportunities with them as well. 
This conference offers you opportunities for both.

My family has asked me to meet with them later this month to help them to set up 
their first ever full Family Meeting. The conference certainly has helped to 
pave the way for the extension of the work that I do for them.
For Your Relationship with your Mentors:

Get to know these guys! They’re a wealth of information and a resource 
not to be squandered.
Hope to see you at the Gathering next year.

Karen Kryla, MKF Group, LLP, The Wine Business Center



The Aspen Family Business Group
200 Riviera Plaza
1618 SWFirst Avenue 
Portland, OR 97201
www.aspenfamilybusiness.com

PRSRT STD

U.S.Postage

Paid

Portland,OR

Permit No.3891

Name............................................................................................

Company......................................................................................

Address ........................................................................................

City ...........................................State...............Zip.......................

Phone .........................................Fax ...........................................

To order by fax: (503) 223-1280 
To order by phone: (503) 944-0944
To order online: www.aspenfamilybusiness.com (the new,
easy way)

To order by mail: The Aspen Family Business Group, LLC
200 Riviera Plaza, 1618 SW First Avenue, 
Portland, OR 97201
email: info@aspenfamilybusiness.com

FORM OF PAYMENT

Enclosed Check, payable to Aspen Family Business Group

Visa/MC#.....................................................Exp.....................

Signature ................................................................................

BOOKS circle choice(s)
A) $15.00 B) $37.00 C) $15.00 D) $15.00 E) $15 - Or set of 5 for only $75
Total $__________ FOR BOOKS

MONOGRAPHS circle choice(s)
1 2 3 4 5 6 7 8 9 10 11 12
Cost for each $3.50 Complete set of 12 only $30.00
Total $__________ FOR MONOGRAPHS

ASPEN FAMILY BUSINESS INVENTORY
Professional Advisor Interpretation Kit $125.00
Total $__________ FOR INVENTORIES

SHIPPING (International shipments will incur additional charges.)
Up to $25 add $5.50; $25.01 to $50 add $7.00; $50.01 to $75 add $8.00;
$75.01 to $100 add $9.00; above $100 add $10.

TOTAL ORDER $ _________
SHIPPING/HANDLING $ _________

GRAND TOTAL: $ _________

ASPEN FAMILY BUSINESS GATHERING REGISTRATION

______ Number of family members to attend

$800/person for the first two attendees; $650/person for each additional
attendee. Complete this form and indicate additional names and addresses
on a separate sheet of paper. 

Total $_____________ FOR REGISTRATION FEES

order form/registration form

RETURN SERVICE REQUESTED


