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By Lee Mauk, M.Ed., CEAP

Ever since the U.S.
Department of
Transportation (DOT) intro-

duced its drug and alcohol testing
law for 12 million employees in
the transportation industry in 1995,
employee assistance providers
have played an important role in
providing evaluation, referral, and
monitoring services for employees
of transportation employers. In 49
CFR Part 40, Subpart O, DOT
carefully defines the duties and
responsibilities of the Substance
Abuse Professional (SAP).

From the beginning, EAPs have
been enthusiastic participants in
this fresh, new venture. Before
they had a clear understanding of
the SAP return-to-duty process,
most employee assistance
providers assumed that SAP
assessments would be business-as-
usual. “This is about the work-
place, and that’s what we do!”
they declared. 

Many EAPs informed their
client companies that SAP services
would be “rolled into the EAP” at
no extra cost. However, EAPs that
didn’t immediately offer free SAP
services were eventually forced to
— it was either that, or lose their
contracts. A small number of brave
EAPs who recognized that SAP
was not compatible with EAP ser-

vices bowed out early.
After almost 15 years, the dust

is finally settling. Procedures have
been developed, reworked, and
refined. Some EAPs would proba-
bly describe their SAP process as
smooth and flawless. Others con-
tinue to struggle, sometimes trying
to convince themselves that they
are in compliance with DOT’s
rule, despite, at times, blatantly
ignoring or defying parts of the
rule. Let’s take a look at four of
the trouble spots:

1) Education of EAP staff —
The DOT requires SAPs to be
trained, and to pass an SAP exam.
However, it is short-sighted for an
EAP to assume that only SAPs
should be trained. Any staff person
who communicates with SAPs,
who oversees an SAP program, or
who works with outside SAPs that
are part of an EAP’s SAP “net-
work” should have a thorough

understanding of these rules. An
uninformed staff person who gives
wrong information or guidance to
an SAP or an employer puts that
employer at risk. (40.15[c] makes
the employer fully liable for any
non-compliant services that are
provided by a service agent.)

2) Documentation of qualifi-
cations for all SAPs — As a
result of consulting with DOT
employers, I have three critical
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rules of my own:
• Maintain thorough and care-

ful documentation related to
qualifications of every SAP
who provides service on your
behalf;

• Update paperwork regularly;
and

• Never take an SAP’s word
about being “qualified”. An
EAP that provides SAP ser-
vices either directly or
through its network is vouch-
ing that its SAPs meet the
qualifications defined in
40.281.

At a minimum, an EAP’s files
should contain evidence of each
SAP’s qualification training, SAP
exam, credentials (CEAP, LSW,
etc., for each period in which they
provide service), and documenta-
tion of professional development
hours related to changes, guidance,
and interpretations that have been
published by DOT’s Office of
Drug & Alcohol Policy &
Compliance (ODAPC) since
inception of the rules. A responsi-
ble EAP will obtain and regularly
update this documentation on each
SAP that provides services for that
EAP.

3) Communications between
the SAP and the employer’s
“designated employer represen-
tative” (DER) — DOT considers
communication between the SAP,
the employer, the Medical Review
Officer (MRO) and the treatment
provider, to be critical and essen-
tial to the SAP function. In fact,
40.281(c) requires an SAP qualifi-
cation training to include “SAP
consultation and communication
with employers, MROs and treat-
ment providers”. Yet, there are
EAPs (and networks) that do not
permit any communication

between the SAP and the employ-
er’s DER. Those EAPs (and net-
works) tell the SAP that “they”,
not the SAP, will be communicat-
ing with the DER, and that “they”,
not the SAP, will be communicat-
ing with the treatment provider. 

To further distort this process,
some EAPs even consult with the
employee’s supervisor about job
performance, a futile effort when it
is a DOT violation, not the
employee’s job performance that
has caused that employee to be
removed from DOT safety-sensi-
tive functions. 

Finally, some EAPs and net-
works “assume” the monitoring
function of an employee’s progress
in treatment. Typically the SAP is
told, “We will do the monitoring
for you”. And some EAPs or net-
works even “notify/tell/instruct”
the SAP when the employee is
‘ready’ for the follow-up evalua-
tion”.

This, despite 40.301(b): “As the
SAP making the follow-up evalua-
tion determination, you must [ital-
ics mine] (1) Confer with or obtain
appropriate documentation from”
treatment providers. SAPs should
note that the regulation does not
say “The EAP must”, or “The net-
work must”, or “Someone else
must” confer with the treatment
provider on behalf of the SAP.

To be compliant, EAPs and net-
works should administer a proce-
dure that gives SAPs total
authority over the process. An
EAP or network should in no way
interfere with an SAP’s function; it
should not “take over” responsibil-
ities that the law has clearly dele-
gated solely to the SAP.

4) Training — Training and
education are commonly misun-
derstood aspects of the DOT rule.
Many EAPs assume that their
trainings meet modal rules, only to
discover on closer inspection that

those trainings actually don’t pass
muster. Auditors can ask to review
training outlines and handouts. 49
CFR Part 382.401(c)(5)(iv)
requires an employer’s training
records to include “certification
that any training conducted under
this part complies with the require-
ments of such training.” If your
EAP conducts DOT supervisor
trainings, are you providing that
documentation to your employers? 

EAPs make mistaken assump-
tions and generalizations about
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does the employee look?);
behavior (how is the employ-
ee acting? walking? falling?),
speech (is the speech
slurred?); and body odor (do
you smell alcohol?)
Supervisors should be told
that other factors — posses-
sion, or third-party reports or
attendance problems — that
are often included in reason-
able suspicion observations
for non-DOT employees do
not apply to DOT employees.

 EAPs are encouraged to crit-
ically examine their training
handouts, information, and
overheads. Do they comply
with the mode being trained?
If you are training drivers
under Federal Motor Carrier
Safety Administration
(FMCSA), are you including
all of the information about
required documentation as
covered in 49 CFR Part

training requirements. For exam-
ple, we regularly hear about “two
hours of required training”.
However, Federal Railroad
Administration (FRA) requires
trainings to be three hours, with
one hour about accident defini-
tions and post-accident testing
determinations. United States
Coast Guard (USCG) requires
only a one-hour training, covering
both drugs and alcohol. The fol-
lowing are important, additional
aspects about training:

 “How often must training be
repeated?” The only mode
that requires recurrent train-
ing is the Federal Aviation
Administration (FAA). FAA’s
drug training is recurrent, but
alcohol training is not recur-
rent.

 Because DOT does not con-
sider violations to be job
performance, training that
encourages supervisor refer-
rals to the EAP for perfor-
mance issues is not
appropriate for DOT super-
visor training. Nothing pro-
hibits an EAP from
addressing those supervisor
referrals and procedures in
extra time outside of DOT’s
two-hour timeframe.

 DOT’s definition of reason-
able suspicion focuses on
four “contemporaneous”
factors: appearance (how

DOT & SAP continued from Page 2

382.307? If not, your training
falls short of what supervi-
sors should know about
DOT’s procedures.

Summary
One final recommendation: No

EAP should be working under
DOT rules without having Part 40,
the modal rules for the modes they
work with, the “SAP Guidelines”
and copies of their employers’
policies close at hand. This is a
federal law. It should not be taken
lightly. An EAP that provides ser-
vices to a DOT-covered employer
without knowing and understand-
ing these rules puts itself and that
employer in a position of signifi-
cant liability. 

Lee Mauk is an independent consultant special-
izing in DOT drug and alcohol testing regula-
tions. He has developed a nationwide
reputation as the SAP trainer for Blair
Consulting Group, Inc. He designed and main-
tains SAPlist.com — www.saplist.com — a
searchable database for employers, EAPs, and
SAPlist U, a popular online option for SAPs to
meet DOT’s continuing education requirement.

I appreciate Lee
Mauk taking the
time to submit an
excellent piece
this month on

DOT and the SAP process. This
has been a requested topic for
some time; and while we apolo-
gize for the delay, I was told
repeatedly that Lee is THE source
of information on this subject —
so thanks loads, Lee!

My other thought this month is
focused on the adage, “live to
work” vs. “work to live.” See
story this month on page 4.

I have always been of the opin-
ion that “live to work” is a bad
thing as it often suggests worka-
holics who put work above every-
thing. However, the article got me
to thinking that this mindset isn’t
necessarily bad...if we enjoy and

Editor’s Notebook
derive satisfaction from our work.
It was a point well made as enjoy-
ing what one does on the job is an
all-too-often overlooked aspect of
employment.

That being said, I’d still be
among the 35% of respondents
that said, “work to live” — but for
a different reason not mentioned
in the survey. To my way of think-
ing, it’s all about balance — work
hard, but balance work and play,
and leave work at the office as
much as possible. At least that’s
my opinion. Which mindset do
you embrace? Until next month. 

Mike Jacquart, Editor
(715) 258-2448

mikej@impact-publications.com

• Grief in the workplace;

• More on effects of layoffs;

• Health management in an
economic downturn.

UPCOMING EAR FEATURES...



For the majority of Americans,
work means a lot more than
just a paycheck to cover the

bills, according to a new CIGNA
survey.

The survey, conducted for
CIGNA by Yankelovich, revealed
that work is an essential part of most
people’s sense of self-worth and
emotional well-being. In fact, one in
five Americans say they love their
jobs and would continue working
even if they won the lottery. The fol-
lowing are some highlights:

When asked how they view
their job, 65% gave responses
categorized as “live to work.” 
When asked why they “live to
work,” common responses
included liking co-workers,
and feeling a sense of accom-
plishment of their work, or that
it makes a difference.
21% said they love their job
and would continue working
even if they won the lottery.

Gender played a role in
responses, with more women
than men reporting that they
“live to work” (71% vs. 59%).
35% offered responses catego-
rized as “work to live,” saying
they work just for the paycheck
or insurance benefits, feel
stuck due to the economy, or
want to retire but can’t afford
to.
Gender again played a role,
with more men than women
saying they “work to live”
(40% vs. 28%).

Additional Highlights
Nevertheless, the survey also

shows that people would feel eco-
nomically vulnerable if they were
out of work due to illness or injury.
Sixty-two percent said their top
worry would be an inability to pay
the mortgage or household bills dur-
ing a lengthy absence. 

Underscoring that worry, nearly

all surveyed — 94% — said that
having disability insurance would be
valuable.

The survey also demonstrates that
the economic downturn is affecting
the atmosphere at work, with 60%
saying the overall mood in the work-
place has declined in the past six
months.

“The good news for U.S. employ-
ers is that most people say they
enjoy their work and derive satisfac-
tion from it,” said Jodi Prohofsky,
licensed therapist and senior vice
president of health solutions opera-
tions at CIGNA. “On the other hand,
the economy is causing more stress
and anxiety among workers, and we
know that stress can often contribute
to or lead to disabling illnesses, so
it’s important for employers to help
their employees manage stress and
anxiety before that happens.”

Source: CIGNA (www.cigna.com). Editor’s
note: For more on reducing stress and anxi-
ety, see this month’s Brown Bagger.
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Workplace Surveys

‘Live to Work’ or ‘Work to Live’?

Many professionals have felt
the shock of layoffs during
these difficult times —

including those who kept their jobs.
According to administrative

staffing firm OfficeTeam
(www.officeteam.com), employees
who survive corporate downsizings
often must manage heavier work-
loads and stay motivated while wor-
rying that their jobs could be
eliminated next. 

“Layoff survivors often experi-
ence guilt about being the ones who
stay while also working in an envi-
ronment marked by uncertainty,”
said OfficeTeam executive director
Robert Hosking.

According to Hosking, profes-
sionals who are spared from layoffs
should not pretend it’s business as
usual, as company priorities may not
be clear, and morale is affected.
OfficeTeam offers these tips for
rebounding after company layoffs:

1. Make yourself indispensable.
Focus efforts on projects that help
boost your firm’s bottom line. Take
courses to learn skills that allow you
to contribute in new ways. 

2. Build visibility. In uncertain
times, it’s important to be noticed
for the right reasons. Volunteer for
projects that no one wants to tackle
or that fall outside your job descrip-

tion. Also provide periodic reports
updating your supervisor on your
achievements.

3. Adapt to change. Managers
appreciate employees who can roll
with the punches and maintain pro-
ductivity when faced with adversity.
Demonstrate your ability to stay
positive, motivated, and focused on
doing good work. 

4. Conduct an audit of sorts.
Evaluate current processes and offer
suggestions for cutting costs or sav-
ing your company time or resources. 

5. Avoid the rumor mill. While
increased water cooler chatter is

You Survived a Layoff — Now What?



Resources
inevitable after layoffs, avoid con-
tributing to the gossip, and don’t
believe everything you hear. If you
have any questions, ask your manag-
er but understand that he or she may
not have all the answers. 

6. Be generous with praise.
After downsizing, employees may
begin to doubt their abilities and
question their future with the com-
pany. If you are a manager, you may
not be in a position to make promis-
es of job security, but you can offer
positive feedback about a worker’s
solid performance during challeng-
ing times. 

7. Reach out. Offer assistance to
those who have experienced a job
loss by introducing them to your
professional network and helping
them with their job search.

8. Look out for yourself. Layoff
survivors often experience increased
workloads, which can lead to
burnout. Talk to your manager about
setting priorities, delegating projects
or bringing in temporary profession-
als. 

Questions to Consider...
It’s said that, “silence is golden”

but that doesn’t apply to layoffs and

an uncertain economy. Instead, diffi-
cult as it may be, step up and effec-
tively hold crucial conversations
such as the following questions:

 Ask long-timers about past
practices — How have layoffs been
handled in the past? Is advance
notice given? Are cutbacks across
the board or targeted? How are the
decisions made?
 Assess your general risk levels
— How likely is a layoff in your
division? Team? Department? If
there are open forums with execu-
tives or other managers, these are
great places to ask these questions.
 Assess your specific risk level
— Find out where you stand indi-
vidually with your manager or
supervisor. What skills, job changes,
projects, or other actions would
make you less dispensable?
 Have a conversation with your-
self — What should YOU be doing
now to prepare yourself to survive a
layoff?

Additional source: Joseph Grenny, consultant, co-
founder of VitalSmarts, and co-author of “Crucial
Conversations: Tools for Talking When Stakes are
High.” For more information, visit www.crucial
conversations.com. Editor’s note: The effect of
layoffs will be discussed in greater detail in a
future issue of EAR, while the stress and anxiety
related to today’s uncertain times is addressed in
this month’s Brown Bagger.

Downsizing: Doing it Right
while Minimizing the Pain, $99,
.pdf download, PBP Executive
Reports, (800) 220-5000,
www.pbpexecutivereports.com.
Laying people off is always
painful, but when it’s done right,
the misery can be reduced. This
report shows how.

Crucial Conversations: Tools
for Talking When Stakes are
High, by Joseph Grenny, $16.95,
ISBN: 978-0-07-140194-4. The
author discusses the steps business
leaders must take to keep emotions
in check and ensure that “surviv-
ing” employees feel secure enough
to continue their roles and respon-
sibilities. 

Green Careers: Choosing
Work for a Sustainable Future,
by Jim Cassio and Alice Rush,
$19.95, New Society Publishers,
www.cassio.com. Laid-off
employees may wish to consider
the emerging field of green jobs
and careers. This book contains an
overview of green jobs, career
planning information, and more.

Taking Control: 163 Ways to
Save Time, $99, .pdf download,
PBP Executive Reports, (800) 220-
5000, or visit www.pbpexecutive
reports.com. Ever wonder, “Where
did my day go?” This resource
provides real-life, proven exam-
ples of how good managers have
eliminated time wasters and taken
control of their day.

The BrainMap analyzes think-
ing skills and action preferences,
helping to make the most of your
decisions. One user calls it
“incredibly valuable for these
transformative times.” Check it out
at www.braintechnologies.com/
mmpulse/bm/index.htm.
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In the current economy, a
growing number of employees
are turning to the EAP for help

— and a recent study is bearing
that out.

The impact of the economic
downturn led the Shepell-fgi
Research Group to examine the
frequency and types of requests
for EAP services related to finan-
cial issues over the past two years
(2007 and 2008). These issues
include counseling for gen-
eral financial stress as well
as for more specific credit
and collections problems.
They also include special-
ized financial consultation
related to issues such as
bankruptcy, retirement, job
loss, divorce, and others.

Findings indicate that
financial counseling and
consultation are on the rise,
and at a rate twice that of all
other EAP services. This
trend appears to be increas-
ing as well, with a 13% higher
rate of requests for financial
issues during the second half of
2008 (August-December), com-
pared to that same time frame in
2007. This indicates that employ-
ees are increasingly using EAP for
support and guidance during the
economic downturn.

 What does increasing
financial stress mean for
employees? As economic troubles
rise, stress related to diminishing
savings, dwindling investments,
and insecure jobs increases. Also
significant is the ripple effect on
personal and workplace relation-
ships. Personal finance is rated as
the number-one source of stress

— with concerns about personal
finances five times those regarding
health.

 What does increasing
financial stress mean for
employers? A further challenge
for employers in dealing with
increasing financial stress is that
many financially “unhealthy”
employees — in addition to feel-
ing stressed and overwhelmed —
take time off work to deal with

their financial problems.
Another concern for employers

is the apparent relationship
between economic downturns and
an increase in disability rates. For
instance, a 2003 survey of over
1,300 HR practitioners conducted
in the U.K., found that while
casual absence declined 10%,
longer-term disability, especially
as a result of stress, increased dur-
ing periods of economic instabili-
ty. One reason cited is the
frequent work overload that typi-
cally occurs among “layoff sur-
vivors.”

 What can organizations
do? Workplace-based financial
education programs have proven

to be effective in helping employ-
ees make better financial deci-
sions and reduce financial-related
stress. Moreover, promoting the
EAP’s proactive financial counsel-
ing and consultation services to
employees may be particularly
useful in reducing the incidence of
serious financial stress, which
affects both employees and
employers.

EAPs, in particular, are effec-
tive at addressing financial
issues (e.g. debt, bankruptcy,
etc.) that are difficult, and in
some cases inappropriate, for
employers to address. EAPs
also help employees take an
active role in directing prob-
lems that originate outside of
the workplace.

Summary
During turbulent times,

organizations must increas-
ingly focus on creating and
sustaining a high-quality
work environment — typical-

ly characterized by a high level of
communication, effective employ-
ee participation in decision mak-
ing, and management that is
trusting and supportive.

In addition, quality health and
wellness programs can help
ensure that employees are better
able to withstand stressful times.

Source: “Financial Distress Impacts
Health and Productivity: Employees
Turning to EAP for Help,” by Shepell-fgi,
reprinted with permission from the
Employee Assistance Professionals
Association (www.eapassn.org). Editor’s
note: See also the December 2008 Brown
Bagger, “Fiscal Fitness: Personal
Responsibility Key to Getting in Shape.”

Money Matter$

Financial Crises:
Turning to EAP for Help

Source: “Financial Distress Impacts Health and Productivity:
Employees Turning to EAP for Help,” by Shepell-fgi.

Leading Financial Issues 
Addressed by EAP, 2008

Top 5 Financial Issues, 2008 % of Accesses
Debt/Credit..............................................37.6

Financial Planning ................................15.21

Divorce/Finances ....................................8.64

Financial Stress (situational) ..................5.47

Bankruptcy..............................................5.18
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By Gary Foreman

When I was young, one of
the things that was most
likely to cause a fight was

when someone changed the rules in
the middle of the game. Generally
someone else was a victim of the
new rule and wasn’t too happy about
it. Fortunately, it was just childish
stuff. Even if there was a fight,
everyone would make up the next
day. 

But it does remind us of an inter-
esting point that’s relevant today. We
make plans based on how we under-
stand the rules of the game. A
change in those rules could work
against us. And, as adults, unlike
kids, we’re playing for keeps.

A couple of articles brought this
to my attention. The first is, “Credit
Card Issuers: Buy Something or
Else!” by Kelli B. Grant. Go to
http://online.wsj.com/article/SB1236
79059932897023.html. She points
out that credit card companies are
actively reducing the number of cus-
tomer accounts — especially the
ones that haven’t been used lately.

Problems Created by
Reducing Credit

According to Grant, major issuers
are reducing available credit lines.
This poses two big problems for
consumers:

First, their FICO credit
score could drop. One factor in the
credit score is the percentage of
credit available to the consumer.
Reducing unused credit lowers your
score even if you do nothing wrong.

The second problem is that
many consumers use available

credit as an emergency fund.
Instead of having savings sitting in
an account, they plan on using credit
cards in case of a job loss or other
emergency.

How important that can be to
consumers (and ultimately the econ-
omy) becomes clearer if you read
“Credit Cards Are the Next Credit
Crunch” by Meredith Whitney.
Check out
http://online.wsj.com/article/SB1236
64459331878113.html. According to
Whitney, there is approximately $5
trillion in available credit to all con-
sumers. And, about $800 billion is
currently being used. 

In the last quarter of 2008 banks
reduced available credit by $500 bil-
lion. And Whitney estimates that
half of all available credit will be
eliminated by the end of 2010. To
put it another way, that’s $2.5 tril-
lion that was available to be spent,
that is no longer available!

Minimizing the Damage
What can you do? Frankly, there

aren’t many easy options. All of the
easiest choices should have been
started years ago. However, there
are some things that you can do to
minimize the damage:

First, choose which credit
cards you want and use them peri-
odically. You don’t need to carry a
balance, but use the card to charge
something. By making a purchase on
the card your account will show
recent activity. When the bill comes
due, pay it off completely.

Limit unnecessary expenses.
Build up your cash reserves. Unless
you could survive for six months on
your current savings, it’s time to get

serious about cost cutting. The
Internet (including stretcher.com)
can provide you with all kinds of
tools to reduce expenses. Remember
that no one can suddenly decide to
reduce your savings account. It’s
your’s.

Pay down any credit card
balances. You can create more
unused credit by reducing the exist-
ing balance. Obviously, this takes
time, but it’s better to start now than
to not start at all.

Don’t count on your credit
lines. Expect them to drop. If
Whitney’s projections are correct
you could lose 50% or more of your
current limits. What will you do if
you run out of savings and available
credit? What steps would you need
to take? Who’s help would you
seek? Think through these things
now.

Don’t wait until you lose a
job to take action. This could be
very serious. Experts say that one of
the major causes of the 1930s
depression was that the supply of
money shrank. Cutting available
credit lines has the same effect. And
as more people default, the banks
will have additional reason to reduce
even more available credit. So the
noose gets tighter.

Summary
Now is not the time to panic, but

it certainly is time to make responsi-
ble preparations.

Gary Foreman is the editor of The Dollar
Stretcher website (www.stretcher.com) and
newsletters that contain thousands of arti-
cles on ways to save money, and a forum
where people share their dollar-stretching
ideas. 
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By Anne Layne-Farrar

Passage of the Employee Free
Choice Act (EFCA), which is
pending before Congress,

would have detrimental effects on the
unemployment rate and job creation.

EFCA would provide for union
representation when an employee
majority has signed union authoriza-
tion cards and would create a system
of mandatory arbitration if a collec-
tive bargaining agreement is not
reached approximately 130 days after
a union is newly certified. 

I find that while card checks could
be expected to increase union mem-
bership as hoped by EFCA propo-
nents, EFCA is unlikely to achieve its
main goal of improving social wel-
fare, which should take into account
possible consequences not only for
union members but for all individuals.
In particular, my quantitative analysis

indicates that passing EFCA would
likely increase the U.S. unemploy-
ment rate and decrease US job cre-
ation substantially.

The precise effect on unemploy-
ment will depend on the degree to
which EFCA increases union density,
but for every 3 percentage points
gained in union membership through
card checks and mandatory arbitra-
tion, the following year’s unemploy-
ment rate is predicted to increase by 1
percentage point with job creation
predicted to fall by around 1.5 million
jobs.

Thus, if EFCA passed today and
resulted in an increase in unionization
from the current rate of about 12% to
15%, unionized workers would
increase from 15.5 to 19.6 million
while unemployment a year from now
would rise by 1.5 million, to 10.4
million. If EFCA were to increase the
percentage of private sector union

membership by between 5 and 10
percentage points, as some have sug-
gested, my analysis indicates that
unemployment would increase by 2.3
to 5.4 million in the following year
and the unemployment rate would
increase by 1.5 to 3.5 percentage
points in the following year. 

The costs [of EFCA] should be
carefully weighed against any purport-
ed benefits...There is no coherent the-
oretical argument that explains how
the higher costs, greater legal uncer-
tainty, and expanded government
intervention entailed in EFCA would
improve overall social welfare. 

Dr. Layne-Farrar is a highly regarded economist
in Chicago. Her report, “An Empirical
Assessment of the Employee Free Choice Act: The
Economic Implications” is available at
http://ssrn.com/abstract=1353305. Funding for
the study was provided by the Alliance to Save
Main Street Jobs. Editor’s note: Alternate views
on this proposed legislation are welcome. Contact
the editor at mikej@impact-publications.com or
(715) 258-2448.
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By Cory Chandler

The recession has put a dent in
the retirement dreams of
America’s aging Baby

Boomers — and that may be a good
thing for the economy, according to a
noted financial planner and Texas
Tech University professor.

Sagging housing prices and a skit-
tish stock market have created a per-
fect financial storm for a generation
prone to spending rather than saving,
wiping out home equity and retire-
ment plans that many Boomers were
counting on as they crept up on retire-
ment age.

Deena Katz, an associate professor
of personal financial planning, said
the unstable financial climate has
made at least one thing fairly certain:
Baby Boomers will keep working

beyond retirement, which isn’t neces-
sarily a bad thing, since “if all the
Boomers retired, we wouldn’t have
enough workers in place to replace us
anyway,” she pointed out.

Katz, herself a Boomer, recently
testified during a fact-finding hearing
of the U.S. Senate Special Committee
on Aging as Congress considers ways
to help mend the Boomers’ parachute.

She cautioned that legislators may
need to adjust existing policies to
make it easier for Boomers to remain
in the workforce; for instance, easing
restrictions that keep working retirees
from accessing benefits or adjusting
health care plans so that small compa-
nies aren’t penalized for taking on
older workers.

Granted, many of the problems
faced by Boomers are self-inflicted,
she said; too many of them have been

happy to forego savings deposits in
favor of the next new gadget.

Complicating matters even further,
many Baby Boomers decided to have
children late, meaning they are pay-
ing college bills while trying to sock
money away and foot medical
expenses for their graying parents.

“We started out with not enough
money to begin with and then we had
an economic hit. That’s something
we’ve done to ourselves,” Katz stat-
ed. “What has happened to us in the
last two years has just added to that
situation.”

Katz suggests improving financial
literacy education as a way to avoid
such situations in the future, teaching
fiscal responsibility to young adults
and even children beginning as early
as grade school. 

Additional source: Texas Tech University 
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