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Trauma has overtaken mental
illness and AODA issues as a
public health problem in

America. Each year, approximately
1 million persons are victims of vio-
lent crime at work. It is believed that
about 90% of the overall population
will be exposed to a traumatic event
during their lifetime. In addition,
close to half (40%) of children and
adolescents have been imperiled by
traumatic events. Clearly, trauma is
a major health issue.

Moreover, the results of trauma
research in recent years have greatly
influenced accepted best practices.
This has led to Critical Incident
Stress Debriefing (CISD and CISM)
being replaced as the primary model
for critical incident service.

However, before this article can
address where professionals are at
today in terms of trauma-related ser-
vices, it is necessary to take a step
back and explain where the field of
traumatology has been.

Background
Trauma is a Greek word meaning

“wound” of the mind, soul, and spir-
it. Recent research into Civil War
medical charts confirmed that these
soldiers experienced symptoms of
Post-Traumatic Stress Disorder
(PTSD)! The effects of war-related
trauma became more widely known
when British military psychiatrist

Charles Myers coined the term
“shell shock” during World War I.

This term was changed to “battle
fatigue” during World War II. Also
during WWII, the U.S. military
developed the first successful inter-
vention for battle fatigue known as
R and R (rest and recuperation).
However, it was during the Korean
War that additional advances were
made to deal with battle fatigue, as
Mobile Army Surgical Hospitals
(MASH units) were developed. 

The Vietnam War eventually
brought about another change for the
term “trauma.” In 1980, Charles
Figley, Ph.D., led research that 
identified “Post Traumatic Stress
Reaction” as a condition that
stemmed from combat in Vietnam.
Figley also identified the concept
“critical incident stress” in 1983.

That same year, Jeffery Mitchell
developed the CIS Management
Debriefing model. Ten years later,
Figley recognized traumatology as a
science. In fact, Figley was the first
president of the International
Society for Traumatic Stress Studies.

In the current wars in Iraq and
Afghanistan, the military use the
term “combat stress” to describe bat-
tle trauma of the mind and spirit.

Critical Incident Stress
Critical incident stress occurs

when an individual or group experi-
ences a traumatic event that causes a
significant stress reaction. This reac-
tion may be physical, cognitive,
emotional, behavioral, spiritual, or
some combination. The long-term or
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delayed effects (consequences) of a
critical incident are collectively
referred to as post-traumatic stress.

In the aftermath of a traumatic
event, the focus in recent years has
been on post-traumatic growth, and
not on psychopathology. The
emphasis today is on individual
recovery and not the development of
illness and disorders.

The majority of traumatized indi-
viduals who develop reactions of
post-traumatic stress do not develop
PTSD. This understanding is foun-
dational for helping people recover
and preventing long-term problems.

Psychological First Aid
What is Psychological First Aid?

Why has it replaced CISD/CISM as
the “model of choice” in traumatol-
ogy? Psychological First Aid (PFA)
is an approach used to help children,
adolescents, adults, and families in
the aftermath of trauma, disaster,
and terrorism. The goals of
PFA/Critical Incident Stress
Response are:

 To reduce initial distress
caused by a traumatic event, to
help people cope, adapt, and
recover; and

 To help prevent long-term
consequences.

PFA, also referred to as trauma-
informed care, or TIC, is a new
design that increases the potential
for recovery by avoiding interven-
tion that can re-traumatize people.
As providers of trauma services, EA
professionals need to always remind
themselves, “Do no harm while
doing your best.” 

Professionals need to help people
normalize their reactions, and to
provide safety, comfort, compassion,
and support. Avoid re-traumatiza-
tion. Provide individuals with both
confidential and private services.
Interventions should also be 

separated from job-related critiques
or evaluations. 

For emergency workers: medical
personnel, law enforcement, fire-
men, emergency medical technicians
(EMTs), etc., recovery is often 
more successful when they are 
educated about critical incident
stress response as part of their 
ongoing training. 

This article has focused on what
professionals can do in the wake of
difficult events. However, there are
also things that any individual can
do to aid in the recovery process.
For example, after a traumatic event,
it is helpful for sufferers to develop
a “personal self-care plan.” This is a
time for these persons to take extra
care of themselves. Rest, moderate
exercise, and a healthy diet signifi-
cantly help the recovery process.

In addition, persons that have
experienced traumatic events should
avoid stimulants such as caffeine,
chocolate, and nicotine, and 
depressants such as alcohol. Loud
noises, violent movies, and violent 
video games also hinder the 
recovery process.

Persons suffering from trauma
should seek out comfortable sur-
roundings, and set boundaries with
people who aren’t helpful. 

Activities that promote peace of
mind and relaxation — both physi-
cally and emotionally — will also
aid in their recovery. Suggest to
these individuals that whatever they
do, moderation is good, but exces-
siveness is usually bad. 

Summary
People who’ve experienced trau-

matic events need time to recover,
although most of their reactions will
be short term. Explain to them that
as long as the intensity and frequen-
cy of their reactions slowly decrease
over time, they are making positive
progress toward recovery.

However, if their reactions do not
diminish over time, they need to

consider getting professional help. If
this is necessary, they should seek
the assistance of someone who is
“trauma informed,” and who has
received training in psychological
first aid.

Gary Yeast, BA, MS, MS, LMFT, Fellow AAMFT,
has 35 years of clinical and graduate teaching
experience in behavioral health. For the last 22
years, he has specialized in trauma, disaster, ter-
rorism, and mental health services. In addition to
his private practice, he works at Associated
Employee Assistance Services. Gary also provides
services for Critical Incident Stress Service, Crisis
Care Network, and the American Red Cross. He
lives in Wausau, WI. Editor’s note: See this
month’s Brown Bagger for related information.
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Editor’s Notebook

Workplace Survey

Resources
The Connectors: How the

World’s Most Successful
Businesspeople Build Relationships
and Win Clients for Life, by
Maribeth Kuzmeski, $22.95, Wiley,
ISBN: 978-0-470-48818-8, (800) 225-
5945, www.redzonemarketing.com or
www.theconnectorsbook.com.
Dissatisfied clients not only go else-
where, but they also tell others about
their dissatisfaction. On the other
hand, clients who feel a connection
with you are loyal and will stay with
you. The author explains how to
accomplish the latter.

The Healthcare Survival Guide™,
Cost-Saving Options for the
Suddenly Unemployed, by Martin
Rosen and Abbie Leibowitz, Health
Advocate, Inc., (866) 385-8033,
www.healthcaresurvivalguide.com.
This book is designed as a go-to
source on numerous topics such as,
fast facts on COBRA, health insurance
in plain language, and much more.

I’d like to thank
Gary Yeast for writ-
ing this month’s
cover story and for
providing the infor-

mation for the Brown Bagger.
In particular, while not designed to

take the place of a clinical assessment,
the self-test in this month’s Brown
Bagger may provide some clues as to
whether an individual is in fact experi-
encing burnout or compassion fatigue.

As RaeAnn Thomas noted, anyone
working in a field in which an individ-
ual is helping others may experience
compassion fatigue.

*****
Finally, I have a few results I’d like

to briefly pass along from the recent
reader surveys:

1. Due to strong interest from sub-
scribers, we are hopeful of offering
collections of both our Brown Bagger
and Lifestyle Tips inserts this year.
Keep reading this space for more
information.

2. Most respondents said they like
this newsletter as is, but several said

they would like to see shorter articles
with more in each issue.

3. The majority of respondents said
that recent changes to the electronic
inserts have been helpful. (You can
now save imprinting information.)

4. Most of you were aware of our
full-color posters designed to increase
awareness of your EAP, but some of
you weren’t. Check them out at the
EARN link on our website.

5. Suggested topics for 2010
include domestic violence, stress,
resiliency, anger management, and
laughter. I wish to add that additional
ideas are ALWAYS welcome!

I’d like to thank everyone who
took the time to complete a reader sur-
vey. We’ll keep doing our best to pro-
vide a quality newsletter in the new
year. Until next time.

Mike Jacquart, Editor
(715) 258-2448

mike.jacquart@impacttrainingcenter.net

Different Type of ‘Identity’ Theft Emerges
According to a recent survey,

there’s a common type of
workplace theft — and it has

nothing to do with missing office sup-
plies or identity theft of the computer
variety. Rather, more than one in four
(29%) employees interviewed said that
a co-worker has taken credit for their
idea.

Those who steal the limelight from
their more deserving colleagues may
get away with it, too: More than half
(51%) of those who have had their
ideas nabbed by co-workers revealed
they did nothing in response.

“Today’s workplace is more com-
petitive than ever and, unfortunately,
there are people who will go to great
lengths to make themselves look good
or get promoted, including taking credit

for someone else’s ideas,” said Robert
Hosking, executive director of
OfficeTeam, which developed the sur-
vey. “Being proactive in sharing your
vision with your manager and col-
leagues early on can help ensure others
know the concept originated with you.”

Hosking added that although get-
ting credit is important, giving it is just
as beneficial. “Employees and supervi-
sors should acknowledge those who
help to move an idea forward — most
business successes are the result of col-
laboration, not the efforts of a single
individual.”

OfficeTeam offers the following
tips for getting the credit you deserve:

 Report up. Use status updates to
remind your manager of your ideas

and the progress being made to imple-
ment them.

 Look for patterns. If a minor
contribution is occasionally over-
looked, you may decide to let it go.
However, if other people routinely get
credit for your ideas, it’s a sign that
you need to be more assertive.

 Don’t act in haste. When some-
one receives credit for your idea, try to
get to the bottom of the situation. It
could be a misunderstanding. Be sure
to give your colleague the opportunity
to present his or her side of the story to
you.

 Set the record straight. If you
are credited with a co-worker’s idea,
be sure to swiftly correct the situation.
Your colleague will appreciate it.

Source: OfficeTeam (www.officeteam.com).



What Long-Term Gains?
Research using the American

Customer Satisfaction Index found that
firms that engaged in substantial
downsizing experienced large declines
in customer satisfaction.

The study’s authors noted that “the
current trend toward downsizing in US
firms may increase productivity in the
short term, but the downsized firms’
future financial performance will suffer
if repeat business is dependent on
labor-intensive customized service.” 

The impact on an organization’s
culture is also severe. Downsizings
result in rumor-filled paranoia, and the
employees that remain are often jaded.
They’ll work just hard enough to keep
their jobs, but many are no longer will-
ing to go the proverbial “extra mile.”

Loyalty = Profitability
No CEO relishes layoffs. It means

that their companies are floundering.
However, the fact also remains that if
companies are going to get out of diffi-
cult times (and excel in good times),
they need two things: (1) for their cus-

tomers to stick with them, and (2) to
improve their productivity.

But this only happens through an
organization of committed, loyal
employees! Researchers at the
University of Pennsylvania found that
spending 10% of a company’s revenue
on capital improvements increased
productivity by 3.9%. However,
investing that same amount in devel-
oping employee capital enhanced pro-
ductivity 8.5%, or more than double!

If companies are to resist their nat-
ural inclinations to focus exclusively
on the short-term in difficult times,
they need to get better at understand-
ing the implications of employee loyal-
ty on the long-term health of the
business. 

NEXT MONTH: Getting started in
changing this mindset.

Timothy Keiningham is Global Chief Strategy Officer
and Executive Vice President for Ipsos Loyalty, one of
the world’s largest business research organizations.
Lerzan Aksoy is an acclaimed expert in loyal man-
agement, and Associate Professor of Marketing at
Fordham University. They are co-authors, with Luke
Williams, of the book, “Why Loyalty Matters”
(BenBella Books, 2009).

By Timothy Keiningham 
& Lerzan Aksoy

Arecent study, the largest of its
kind ever conducted, found
that less than 30% of employ-

ees say they are loyal to their company.
And only about 25% of workers think
their employer has earned their loyalty.

The long-term success of any com-
pany depends heavily upon the quality
and loyalty of its people. Few corpo-
rate executives would disagree with
this idea conceptually. But it is also
true that most treat the economic value
of employees in enhancing customer
relationships and company profits as
“soft” numbers, unlike the “hard”
numbers they use to manage their
operations, such as the cost of labor. 

The problem is that when the going
gets tough, managers focus on the hard
numbers. However, the reality is that
most organizations that downsize fail
to realize any long-term cost savings
or efficiencies, which necessitates even
more restructurings and layoffs.
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On the Job

In the News

Disloyalty is a Two-Way Street — Part I

With the likelihood of addi-
tional workplace accom-
modation requests, access

to vocational rehabilitation experts and
Job Accommodation Network (JAN)
resources may be a useful considera-
tion for EAPs, if they’re not already
offering these types of services.

If it hasn’t done so already, the
recently enacted Americans with
Disabilities Amendments Act (ADAAA)
is expected to increase the number of
employees requesting workplace
accommodations for a disability.

According to a study by JAN, for
every dollar invested in workplace
accommodations, employers receive
about $10 in return benefits including

increased worker productivity and
saved costs associated with training a
new employee.

According to CIGNA, which
recently launched a new program to
address this issue, vocational rehabili-
tation counselors have a wealth of
experience that can help them identify
ways to keep people at work — or
help them return to work after a dis-
ability.

The Americans with Disabilities Act
(ADA), originally signed into law in
1990, prohibits employment-related
discrimination against disabled
employees and job applicants. The
ADAAA, which took effect Jan. 1,
2009, substantially broadened the defi-

Workplace Accommodation Services Appear Useful
nition of who may attempt to seek pro-
tection under the ADA, making it easier
for an individual to establish that he or
she is “disabled” for ADA purposes.

(Editor’s note: See also the article
on page 5 in the December 2009 issue
of EAR.) Consider also:

 The number of people with dis-
abilities is increasing. Currently at 54
million, people with disabilities com-
prise the third-largest market segment
in the U.S., surpassing that of
Hispanics and African-Americans.

 Accommodations are seldom
expensive. According to JAN, the aver-
age cost is only $313 per employee.

Additional source: U.S. Department of Labor’s
Office of Disability Employment Policy (ODEP).



By Jim Camp

Several national studies 
have found that the number-
one reason employees are

stressed out or dissatisfied in 
their jobs is “lack of control.” 
Is your over-controlling boss 
keeping you down?

More specifically, does he or
she keep your hands tied by refus-
ing to listen to your great ideas, 
by depriving you of needed
resources or processes to do your
job well, or by not recommending
you for promotions or challenging
assignments lest you threaten his
or her authority?

If you’re being held hostage on
the job, you can use the same
negotiating techniques and tools 
to get what you want that are 
used in life-or-death hostage 
situations. The following are 
six steps:

1. Cool your jets. Mounting
frustration may make you feel as if

you’re ready to “blow,” but do the
opposite. Before you talk to your
boss, clear your mind of all emo-
tions — anger, anticipation, fear,
etc. Don’t say or do anything dur-
ing your discussion that betrays
any emotion. 

2. Identify the elephants in the
room. Before your meeting, write
down all the problems you foresee
standing in your way. Instead of
ignoring them, bring them out into
the open.

3. Invite your boss to say no.
This counterintuitive negotiating
technique works every time. Start
the conversation by telling him or
her that you’re comfortable with 
a “no” answer. This puts anyone
— especially a control freak — 
at ease.

4. Get to the heart of the
problem. Ask questions starting
with why, what, and how to get
your boss to reveal what he or she
worries about and how you might
be of benefit. Example: “What do
you see as our department’s
biggest challenge in the next two
years?” Get him or her spilling
the beans so you can present your-
self and your proposal as the
answer to the problem. 

5. Base your M&P in your
boss’s world. Your mission and
purpose for this meeting should
fulfill your boss’s needs or it
won’t be worth his or her time.
Let’s say you want your boss to
provide the staff with money for a
new project that your boss is hesi-
tant about. You might say, “I can
demonstrate how Project X will 
be able to offer services our 
competitor can’t and add value to
our products. We can raise our
prices, increase our customer
base, and generate new revenue
for our company.” 

6. Focus on what you can con-
trol. The only thing you can con-
trol in the dialogue is your
behavior and your responses.
Listen carefully and answer ques-
tions in such a way that you’re
always keeping your boss’s
requirements and goals in mind.
Your answers should reflect how
you will enhance his/her aims and
objectives — not yours.

Jim Camp is an internationally sought
negotiation coach and trainer, and author
of “NO: The Only Negotiating System 
You Need for Work and Home.” 
For more information, visit 
www.startwithno.com.
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On the Job

Negotiating With a Control-Freak Boss
“Before you talk 
to your boss, clear
your mind of all 
emotions...”
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Don’t barge in. Before stepping
into a colleague’s work space, knock
gently on the side of the entrance. This
allows the individual to signal whether
he or she has time to chat.

Use your “library voice.” Talk
softly to avoid disturbing others, and
don’t use your speakerphone unless
absolutely necessary. If you need to
participate in a conference call, find an
available office or other enclosed area.

Don’t be an open book. Avoid
lengthy, personal conversations when
others are within earshot. For exam-
ple, a play-by-play description of the
big football game is best discussed
outside the office.

Hit the right note. Wear head-
phones if you listen to music.
Likewise, set your cell phone on
vibrate or a quiet volume, especially if
you have trendy ringtone. Co-workers
might not appreciate listening to
“Dancing Queen” all day, every day.

Have good scents. Keep 
co-workers’ noses in mind. Avoid
wearing too much cologne or eating
particularly pungent foods at 
your desk.

Source: The Creative Group 
(www.creativegroup.com).

By David & Rhonda Travland

How could a man take a gun
into a crowded store and
start shooting people? How

could a mother drown her two chil-
dren in a car? How could a drunk
driver mow down a crowd during a
street festival?

Or, why would a successful exec-
utive commit suicide by jumping out
of his office-building window? How
can we explain this behavior in terms
of motives and forces common to all
of us?

And what does any of this have to
do with caregiving?

The people who commit these
horrific crimes are angry. Where
does all this anger come from? These
people are feeling “put upon.” In
their minds, they have done for oth-
ers and in return have gotten the
shaft. They have succumbed to
Feeling Owed Syndrome (FOS). 

Caregivers don’t tend to be poten-
tial criminals, but this kind of
inequity is built into caregiving rela-
tionships, and with time and enough
stress, it can turn into an explosively
violent situation.

Caregiving relationships often suf-
fer from inequity, in which one per-
son contributes more to the
relationship than the other.
Caregivers give, and give, and give,
and then receive very little in return
from the person receiving care.

You might be tempted to observe,
“Of course. The sick person can’t
give much back. They are too sick.”
And you would be correct. But
understanding this does not make it
go away.

Our society teaches us that this
inequity shouldn’t make us angry,
but the fact is, it does. We all carry
around an internal ledger that keeps
track of what we are investing in any
given relationship, and what we are
getting back in return. 

For example, let’s say you leave a
department store and someone with
their arms full of packages is follow-
ing you. As a courtesy you hold the
door for them. We’ve all done this
hundreds of times. 

Now, suppose that this person
with the packages that needed a little
help walks through the door, not
even bothering to acknowledge your
presence. How would this make you
feel? Most of us would be at least a
little annoyed.

You probably won’t be hostile or
depressed, but you’re likely to be
miffed. Why? Because you per-
formed a service for that person, and
they did not bother to give you any-
thing back, such as a “thanks” or a
smile or a nod.

You’ve just experienced an unbal-
anced relationship and you feel
“owed.” That has resulted in stress.
Multiply this situation many times
over, and you have an idea of the
stress experienced by caregivers.

NEXT MONTH: How FOS can
be avoided.

David A. Travland, Ph.D. is a clinical psychologist,
former caregiver, and the author, along with
Rhonda, of “The Tough & Tender Caregiver, a
Manual for the Well Spouse.” Rhonda is a geron-
tologist, former nursing home administrator, and
was a caregiver for more than 10 years. They are
also co-founders of The Caregiver Survival
Institute, offering a variety of services to caregivers
at www.caregiversurvival.org.

Quick Ideas Clinical Perspective

Cubicle
Courtesy

Tips

Feeling Owed Syndrome:
A Cautionary Tale for
Caregivers — Part I
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Out of all the resolutions
that a person may wish to
make for the new year, it

would appear that learning how to
better talk to one’s manager or
supervisor should be among them.

That’s because, according to
recent research, more than 70% of
employees fear having a scary
conversation with their boss, co-
worker or in a direct report.

A poll conducted by the authors
of the best-selling book, Crucial
Conversations, found that the
number-one person employees fear
holding a scary conversation with
is their boss. For example, one
respondent had to tell her boss that
his daughter was not qualified to
be hired for an available position.

And the most common topic of
these scary conversations is bad
behavior. Respondents shared
examples of the four scariest con-
versations to hold at work:

1. Bad behavior: “I had to 
tell my manager that my 
supervisor was a terrible leader
and doing long-term damage to 
the company.” 

2. Obnoxious behavior: “My
co-worker was meddling in my
life and criticizing my children.
She actually said my daughter
looked like a hooker.” 

3. Illegal activity: “An execu-
tive accused me of changing a
document after he had signed it.” 

4. Performance reviews: “I
had to explain [in a] direct report
that his intentions/actions were not
being well received by staff, and
that it would hurt his credibility to
continue on that path.” 

Common escape methods
include avoiding the person, danc-
ing around the topic, and even
quitting their job. One respondent
hurried into the women’s bath-
room to avoid the person with
whom she needed to hold a scary
conversation — to her surprise, he
followed her in there!

What’s more, these conversa-
tions aren’t only scary, they’re also
destructive. According to the poll,
people who are less than “fairly
confident” in their ability to suc-
ceed in a scary conversation are
59% more likely to live with poor
productivity, 96% more likely to
live with poor morale, and 86%
more likely to live with a poor
work environment.

Joseph Grenny, co-author of
Crucial Conversations, says the
skills to speak up to anyone about
anything aren’t just nice to have,
they’re necessary in order to 
be successful.

“In these moments, most people
run the other way because experi-
ence tells them the other person
will be angry or defensive,” says
Grenny. “However, our research
shows the select few who speak up
candidly and respectfully — no
matter the topic — are viewed 
as the top performers in their 
organization.”

Grenny offers six tips for
approaching and conquering scary
conversations about bad behavior:

1. Talk face-to-face and in pri-
vate. Don’t chicken out by revert-
ing to email or phone.

2. Assume the best in others.
Perhaps the individual is unaware

of what he or she is doing. 
Enter the conversation as a 
curious friend rather than an 
angry co-worker. 

3. Use tentative language.
Begin to describe the problem by
saying, “I’m not sure you mean
this . . .” or “I’m not even sure
you’re aware. . .” 

4. Share facts not conclusions.
Not only are conclusions possibly
wrong, but they also create defen-
siveness. Say something like, “In
the last two meetings you laughed
at my suggestion. I expect people
to disagree, but laughing?” 

5. Ask for their view. Next, ask
if they see the problem differently.
You’re now poised to have a
healthy conversation about 
bad behavior. 

6. Use equal treatment. These
skills apply to bosses and co-work-
ers alike. Everyone should be treat-
ed like a reasonable, rational person
who deserves your respect.

Source: VitalSmarts, an innovator in cor-
porate training and organizational perfor-
mance. For more information, visit
www.vitalsmarts.com.

Employee Assistance Report is published monthly. For subscription information contact: Employee Assistance Report, 1439 Churchill Street, Unit 302, Crystal Plaza, P.O. Box 322,Waupaca,
WI 54981. This publication is designed to provide accurate and authoritative information in regard to the subject matter covered. It is sold with the understanding that the publisher is not
engaged in rendering legal, accounting, or other professional services. If legal advice or other expert assistance is required, the services of a competent professional should be sought. (From
a Declaration of Principles jointly adopted by a committee of the American Bar Association and a Committee of Publishers.) Employee Assistance Report does not necessarily endorse any
products or services mentioned. No part of this newsletter may be reproduced in any form or by any means without written permission from the publisher, except for the inclusion of brief
quotations in a review which must credit Employee Assistance Report as the source, and include the publisher’s phone number, address, and subscription rate.

Workplace Survey

Employees Fear Talking to the Boss

Get 

Nationwide Exposure
for your agency or EAP —

Contribute an article 
to EAR!

Get 

Nationwide Exposure
for your agency or EAP —

Contribute an article 
to EAR!

Contact: Mike Jacquart, Editor
715-258-2448

mike.jacquart@impacttrainingcenter.net

Contact: Mike Jacquart, Editor
715-258-2448

mike.jacquart@impacttrainingcenter.net



8 EA Report Visit EA Report’s website at www.impact-publications.com January 2010

By Gary Foreman

At the Dollar Stretcher, we
receive a lot of letters
related to questions such

as, “What percentage of a total
salary is ideal to spend for various
needs, and how much should be
saved for the future?”

It’s a question that all of us
must answer eventually — even if
some of us would prefer to ignore
it! Let’s examine a “typical”
spending plan. Then, we’ll 
discuss it. 

 Housing — 35% (of total
salary);

 Food — 15%;
 Auto — 15%;
 Insurance — 5%;
 Entertainment — 5%;
 Clothing — 5%;
 Medical — 5%;
 Savings — 10%; and
 Everything else — 5%.

The first thing you’ll notice is
that I didn’t include any taxes
(either income or Social Security).
You can choose to do that if you
like (in fact, it’s a real eye opener).
However, for purposes of this arti-
cle it’s easier just to deal with
one’s “take home” pay.

The second thing to notice is
that this is a guideline, not a
straightjacket. The truth is that
very few of us will fit into this
exact framework.

Analyze, Don’t Panic
Analyze your financial situation

before you panic! The following
are some examples:

 Perhaps your entertainment
spending is closer to 10%. Is that
a problem? Maybe not, if you’re
young, single and sharing an
apartment with three friends. In
that case what you save on hous-
ing is going for entertainment. So,
overall you’re not spending more
than you’re making.

 Maybe you’re a city-dweller
where housing is very expensive.
But because of public transporta-
tion you don’t own a car. In this
case, the extra spent on housing is
offset by reduced spending on
transportation. 

 You get the idea. Tailor your
spending plan to your individual
needs. However, adjust your plan
as you go through life and your
needs change.

Another thing to notice is that
housing, food, and a person’s
automobile make up the lion’s
share of expenses. That’s true for
almost everyone. In fact, it’s in
those three areas that most fami-
lies get into trouble. This occurs
most often by buying a home or
vehicle that they cannot afford.
However, once a commitment is
made it’s difficult to undo.

Make Savings a Priority
Back to the question at the

beginning of this article about
saving: There probably isn’t any
single right answer because saving
isn’t really an expense, it’s an
investment for a better future.

I prefer to think of savings in
terms of priorities. Before I can
put money aside for savings I
need food and a reasonable shel-

ter. I probably also need depend-
able transportation to get to 
my job. 

But after those basic needs are
met, it’s time to begin saving
some money. This doesn’t neces-
sarily mean the 10% in the “typi-
cal” spending plan outlined
earlier, but certainly 2, 3 or 4%.

It needs to be enough so there’s
money set aside for unexpected
expenses such as an appliance that
breaks, unplanned home and auto
repairs, unexpected illness, and
temporary unemployment.

One other comment about sav-
ings: Paying off debt (especially
credit card debt) is similar to sav-
ings. Consider payments used to
reduce the amount owed as if they
were savings.

Summary
Finally, for those of you who

may think: “I’m doing fine and
don’t need any help monitoring
my money,” remember that most
people in financial trouble today
said the same thing when every-
thing looked good to them!

Gary Foreman is the editor of 
The Dollar Stretcher.com
www.stretcher.com/r/134.htm and newslet-
ters including “Financial Independence.”
To find out more, check out 
www.stretcher.com/financialindependence/
declaration.cfm.

Do YOU Have 
an Individual Spending Plan for 2010?
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