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What Is The Personnel Policies Forum?

The Editors of The Bureau of National Affairs have invited
representative personnel and industrial relations executives
to become members of the 1961-62 Panel of the PERSONNEL
POLICIES FORUM. These Panel members are top personnel
officials in all types of companies, large and small, in all
branches of industry and all sections of the country. this year.

At regular intervals throughout the year BNA editors ask
the members of the Panel to outline their policies and pro-
cedures on some important aspect of employment, industrial
relations, and personnel problems. From these replies, the
editors complete a survey report on the problem, showing
prevailing practices, new wrinkles and ideas, and cross-
section opinion from these top-ranking executives.

labor reports:

In many cases, the comments, suggestions, and discus-
sions are reproduced in the words of the Panel members
themselves. In effect, survey users are sitting around a table
with these executives and getting their advice and experi-
ence on the major problems in this field facing all companies

Results of each PERSONNEL POLICIES FORUM survey
made during 1961-62 are printed in a special survey report
which is sent, as part of the service, to users of these BNA

Labor Relations Reporter; Labor Policy and Practice;
Daily Labor Report; White Collar Report; Retail Labor Report;
and Services Labor Report.

ALABAMA — James L. Coley, The Russell Mfg. Co.;
William C. Estes, Morrison Cafeterias Consolidated,
Inc.; C. ]J. Whitton, Vulcan Materials Co.

ARIZONA — P. C. Gaffney, Southwest Forest Indus-
tries, Inc.; Ralph Patey, Kitt Peak Natl. Observa-
tory, Assn. of Univs. for Research in Astronomy,
Inc.

ARKANSAS — Jobn L. Wylie, Murphy Corporation.

CALIFORNIA — K. K. Allen, Southern California Edi-
son Co.; Pierre E. Brown, Space Electronics Corp.;
Richard F. Carroll, Nortronics, a div. of Northrop
Corp.; B. L. Chandler, American Potash & Chemical
Co.; James Cox, Vacuum Tube Div., Hughes Aircraft
Co.; P. De Paolo, Giannini Plasmadyne Corp.; G. F.
Duncan, Lever Brothers Co.; Ivan J. Hansen, Essick
Mfg. Co.; T. S. Hoffman, Hoffman Electronics Corp.;
H. C. Howe, General Dynumics Covrp., R. M ]ones,
Carnation Co.; P. F.
Co.; R. W. McDonald, Shell Devalopment Co.l N. F.
McKay, Kelman Power Circuit Breaker Div.; Jobn
K. Mumford, Motorola, Inc.; D. M. Pritchett, Cali-
fornia-Pacific Utilities Co.; Ray B. Ralph, Oliver
Tire & Rubber Co.; H. C. Reynolds, Jr., Vendorlator
Mfg. Co.; J. B. Russ, Hunt Foods & Industries;
Wesley Sizoo, Bay Area Council of Bakery Opera-
tors, Inc.; Walter W. Swoboda, Dalmo Victor Co., a
div. of Textron, Inc.; G. W. Whitehead, Rohr Air-
craft Corp.; Wayne B. Wiggins, The Garrett Corp.

COLORADO - Paul Elsen, Hathaway Instruments, Inc.;
J]. Francis Trimmer, Ringsby Truck Lines, Inc.

CONNECTICUT — T. R. Bebrman, Naugatuck Foot-
wear Plant, U.S. Rubber Co.; Gilbert F. Berry, Royal
McBee Corp.; Joseph N. De Martino, Rockbestos
Wire & Cable Co., div. of Cerro De Pasco Corp.;
Donald W. Powers, Columbia Records; George C.
Prouty, Sr., Crestliner, Inc., subsid. of Bigelow-
Sanford, Inc.; Murray Weiss, Benrus Watch Co., Inc.

DELAWARE — W. S. Traylor, Hercules Powder Co.,
Inc.

FLORIDA — Vail G. Bamnes, St. Joe Paper Co.; W. C.
Gilbert, Eastern Air Lines; W. Perry Brown, Hudson
Pulp & Paper Corp.; Robert L. Jones, General Tele-
phone Co. of Florida; A. W. Tramel, Air Products,
Inc.

GEORGIA — Y. A, Beall, Savannah Electric & Power
Co.; Jobn C. Weld, Bestwall Gypsum Co.

IDAHO — N. S. Halliday, Boise Cascade Corp.; G. R.
Rudd, Albertson’s, Inc.

ILLINOIS — Roy Augustson, Tee-Pak, Inc.; Thomas
J. Bellush, Acme Industrial Co.; Robert H. Cone,
National Tea Co.; A. W. Conn, Airtex Products, Inc.,
div. of G. Krueger Brewing Co.; William N. Davis,
Hannifin Co., div. of Parker-Hannifin Corp.; J. A.
Fuelling, Victor Chemical Works, div. of Stauffer
Chemical Co.; Norbert W. Gits, Gits Bros. Mfq. Co.;
Walter W. Hanes, The Greyhound Corp.; Carl G.
Hoefker, Bear Mfg. Co.; C. K. Corthell, Campbell
Soup Co.; E. V. Knacck, West Pullman Works, Inter-
nat. Harvester Co.; James L. Malone, General
Telephone Co. of Illinois; E. J. McNamara, U.S.
Industrial Chemicals Corp., div. of National Distill-
ers & Chemical Corp.; W. A. Ninnis, De Soto Chemi-
cal Coatings, Inc.; W. J. Rlcbardsofl, Wtoboldt S(ores,
Inc.; J. M. Shelton, I & Ct
Corp.; Russell C. Stone, Velsicol Chemical Corp.;
Joseph Warren, Pheoll Mfg. Co., Inc.

INDIANA — George H. Edgar, Hammond Plant, Conkey
Div., Rand McNally & Co.

IOWA — Max Hasb k, Iowa Indust Inc.;
M. H. Pbxllxps, ‘The Vernon Co.

KANSAS — Kirk E. Trimble, The Sealright Co., Inc.,
div. Sealright-Oswego Falls Corp.

KENTUCKY — A. P. Fortino, Pennsalt Chemicals
Corp.

The 1961-62 Panel

LOUISIANA — D. ]. Suarez, Jr.,, The Baton Rouge
Water Works Co.

MARY LAND — Harold Abrams, Crown Closure Div.,
Crown Cork & Seal Co.; Frank R. Bunn, Rixon Elec-
tronics, Inc.; J. E. Hamm, Jr., Food Machinery &
Chemical Corp.; P. F. Miller, Rheem Mfg. Co.; R. B.
Miller, Litton Industries; Walter J. Wright, Applied
Physics Lab., The Johns Hopkins University.

MASSACHUSETTS — O. C. Abrams, Gillette Safety
Razor Co., div. of Gillette Co.; Robert E. Bidwell,
Laboratory for Electronics, Inc.; William H. Bowen,
Forbes Lithograph Mfq. Co.; Arthur |. Burke, East-
man Gelatine Corp.; James . Flanagan, Worcester
Gas Light Co.; A. R. Gifford, Sanborn Co.; Gilbert
S. Hunter, Threadwell Tap & Die Co.; Daniel D.
O’Brien, Jr.,, Van Norman Machine Co.; Arthur F.
Peterson, United States Envelope Co.; Thomas J.
Treacy, William Filene's Sons Co.

MICHIGAN — H. K. Daniels, Parke Davis & Co.; Herman
Everbardus, Reo Div., The White Motor Co ;T T
Jack, Packaging Corp. of America; Jobhn Lowe, Na-
tional Bank of Detroit; D. M. Murray, Albion Mal-
leable Iron Co.; Charles L. Palms, |r., Bundy Tubing
Co.; Jack E. Steinbelper, Federal Mogul-Bower Bear-
ings Co.; Milton Stenstrom, Instrument Div., Lear,
Inc.; Allen A. Witbeck, Muskegon Piston Ring Co.

MINNESOTA — Lyle H. Fisher, Minnesota Mining &
Mfg. Co.

MISSISSIPPY — E. ]. Palmer, American Bosch Arma
Corp.; Donald B. Roark, Mississippi Chemical Corp.

MISSOURI — Fred F. Claxton, Consumers Cooperative
Assn.; W. C. James, Lawn Boy Div. of Outboard
Marine Corp.; C. L. Kelley, Pittsburgh Corning Corp.;
Francis R. Leonard, Laclede Gas Co.; Louis M.
Styles, Lily-Tulip Cup Corp.; William B. Wynkoop,
Central Hardware Co.

NEW JERSEY — Joseph L. Camney, U.S. Metal Refin-
ing Co.; Roger M. Dolan, McGraw-Edison Co., Thomas
A. Edison Industries; D. ]J. Fenelon, Manhattan
Rubber Div., Raybestos-mnhauun, Inc.; Paul C.
Gordon, C Div. . Tel. & Tel.
Corp.; H. C. Lundquist, Whlte Laboratories, Inc.;
Bert C. Sanders, Shulton, Inc.; E. J. Weber, Flint-
kote Co., Inc.; Jobn S. Vozella, Presto Lock Co.

NEW MEXICO — L. W. Swent, Homestake-Sapin Part-
ners.

NEW YORK — Elmer Beberfall, JFD Electronics Corp.;
C. Edw. Berryman, The Marine Trust Co. of Western
New York; George F. Butler, Bowery Savings Bank;
W. B. Dean, Consolidated Laundries Corp.; Willys
D. DeVoll, Diamond National Corp.; James F. Egan,
Ward Baking Co.; J. C. Francis, American Airlines,
Inc.; James S. Freeman, Union Carbide Chemicals
Co., div. of Unijon Carbide Corp.; C. H. Hansen,
Lehn & Fink Products Corp.; D. W. Harvey, Inter-
type Co., a div. of Harris-Intertype Corp.; D. P.
Hayden, Amperex Electronic Co.; L. E. Jones,
Ansco Div., General Aniline & Film Co.; Gerard
Juliber, Revlon; O. R. Lindner, Foster Refrigerator
Corp.; C. D. Owens, Sinclair Oil Corp.; W. V.
Machaver, Sun Chemical Co.; Thomas M. McCrary,
West Virginia Pulp & Paper Co.; Harold A. Mercer,
Pittsburgh Metallurgical Co., Inc.; R. A. Morgan,
The Western Union Telegraph Co.; Richard ].
Noonan, The Hospital Service Corp. of Western
N. Y.; Edward L. Ogden, The Babcock & Wilcox
Co.; Noell L. Pridgeon, Lapp Insulator Co., Inc.;
Jobn F. Reifler, Jr., Melville Shoe Co.; Walter V.
Ronner, Budd Electronics, Inc.; H. R. Sampson,
National Starch & Chemical Corp.; Kenneth Schweig-
er, Bumham Corp.; Gary G. Shepherd, Buffalo Steel
Corp.; Frank D. Sweeten, Watertown Div., New York
Air Brake Co.; Charles M. Trunz, Jr., Trunz, Inc.;
Cbnrles w. Ublmger Columbia Gas System Service
Corp.; F. C. Wi Witco Ch 1 Co., Inc.;
H. C Wyland, Commonwealth Services, Inc.

NORTH CAROLINA — Russell J. Ebrbardt, McLean
Trucking Co.; Reitzel N. Morgan, Anvil Brand, Inc.

OHIO — R. E. Boemer, Textileather Div., General
Tire & Rubber Co.; Charles E. Brown, The Cleve-
land Pneumatic Tool Co., div. of Cleveland Pneu-
matic Industries, Inc.; Frank L. Conklin, Dura Div.,
Dura Corp.; Mathew I. Cotabish, Clevite Corp.; E.J.
Henry, Nationwide Insurance Cos.; Jobn K. Griffin,
American Welding & Mfg. Co.; G. L. Harkins, Sei-
berling Rubber Co.; Carroll M. Henslee, Ormet Corp.;
Donald W. Hike, Globe Industries, Inc.; Jobn Jobn,
Criscom-Russell Co.; F. A. Kbadder, Tapco Group,
Th Ramo Wooldrid Inc.; T. W. Maboney,
The Perfection Steel Body Co.; Ralph D. McMillen,
Preformed Line Products Co.; H. C. Martin, The
Farm Bureau Cooperative Assn., Inc.; Frank E. Obl,
Industrial Rayon Corp.; William M. Proctor, Bulldog
Electric Products; Carl Reese, Dairypak Butler,
Inc.; E. W. Shipley, National Carbon Co.; E. H.
Wellinghoff, Cambridge Tile Mfg. Co.

OKLAHOMA — Brown H. Sande Aero C der,

Inc.

OREGON — L. ]J. Bauer, Central Lincoln County Peo-
ples’ Utility District; R. B. Gibson, Fred Meyer,
Inc.

PENNSYLVANIA — S. G. Garry, Caterpillar Tractor
o.; Fred Gerken, U.S. Gauge Div., American Ma-
chine & Metals, Inc.; George L. Germain, Lukens
Steel Co.; J. ]J. Guin, Jr., Taylor Fibre Co.; Paul J.
Kases, New Holland Machine Co., div. of Sperry-
Rand Corp.; Paul D. Klinger, General Smelting Co.;
Lewis R. Libbart, Lehigh Portland Cement Co.;
Clifford ]. Manns, Swanee Paper Corp.; E. J. Mullen,
I-T-E Circuit Breaker Co.; A. T. Regelman, Stroeh-
mann Brothers Co.; L. R. Russell, Red Lion Plant,
The Budd Co.; B. Scranton, Keasbey & Mattison
Co.; H. R. Timms, Philadelphia Refinery, Gulf Oil
Corp.; H. A. Vemnet, Hershey Chocolate Corp.; Fran-
cis N. Vemon, The Quaker Oats Co.; W. D. Wise,
George K. Garrett Co., Inc.

PUERTO RICO, COMMONWEALTH OF — Francisco
Romero, Empresas Ferre.

RHODE ISLAND - jobn B. Donnee, Bostitch, Inc.
SOUTH CAROLINA — W. H. Bailey, Sonoco Products

Co.

TENNESSEE — R. F. Bertram, Tennessee Valley Au-
thority; Glen F. Fleming, E. 1. du Pont de Nemours
& Co., Inc.; Patrick W. Hickie, Missile Systems
Div., Raytheon Co.; D. R. Pichon, ]Jr., Tennessee
River Pulp & Paper Co.; James P. Pilkington, The
Methodist Publishing House.

TEXAS — R. C. Grainger, Longhorn Div., Thiockol
Chemical Corp.; S. B. Howard, Baker Oil Tools,
Inc.; James Malone, E1 Paso Natural Gas Co.; H. E.
McDaniel, Alpha Corp., a subsid. of Collins Radio
Co.; Paul ]. Plevack, Dresser Industries, Inc.;
WxIImm ] Quu‘h Tubo-Kote, Inc.; C. H. Steel

Co.; M

L. Vaughan, Acme Brick Co.

UTAH — 0. K. Cline, Sperry Utah Engineering Labora-
tory, div. of Sperry Rand Corp.; James E. Petersen,
Utah Copper Div., Kennecott Copper Corp.

VIRGINIA — J. A. Jones, Celanese Fibers Co., a div.
of Celanese Corp. of America; Harold F. Shanaban,
Nitrogen Div., Allied Chemical Corp.

WASHINGTON — J. P. McMullen, Pacific Coast Paper
Mills, a div. of Puget Sound Pulp & Timber Co.;
M. A. Roberts, St. Regis Paper Co.; Neil K. Smith,
Seattle-First National Bank; Thomas D. Stuart, Pa-
cific Northern Airlines, Inc.; Robert J. Williams,
Pacific Telephone Northwest.

WEST VIRGINIA — [. E. Lewark, Rolland Glass Co.;
Stanley Wallace, Gravely Tractors, div. of Stude-
baker-Packard Corp.

WISCONSIN — Donald J. Beck, Square D Co.; Paul A.
Dodge, Neenah Foundry Co.; William R. Young,
Belle City Malleable Iron Co.
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INTRODUCTION

As a result of the continued build-up of our military might, military leave problems in industry
have become more prevalent than at any time since the Korean War. To gauge current practice in this
area, this survey, first in the 1962 series, sets out to discover what employers are doing for employees
who have reserve training obligations and for those who have been called upon to serve extended periods
on active duty. The information contained herein is based on replies received from 157 top personnel and
industrial relations executives on BNA's Personnel Policies Forum.

Reserve Training--Transferring reservists from night to day shifts to allow them to attend night
training sessions is permitted by most Panel companies; however, it's usually up to the employee himself
to make the necessary arrangements. Companies that forbid such transfers often explain that the senior-
ity provisions of their labor contracts make it impossible. When employees do take time off to attend
night drills, executives on the Panel report, they do so without compensation from the company.

It's a different story, however, when employees must take a leave of absence to attend summer
encampment with a reserve component. The practice of most Panel companies is to pay the employee
for his period of absence, usually the difference between his normal company pay and his base service
pay. The next most popular method of compensating the employee is to pay him the difference between
his normal pay and his service pay and allowances. Only a handful of companies, it was found, give em-
ployees full pay for the period of absence. Furthermore, where payment for summer encampment duty
is authorized, the majority practice is to require employees to have six months or one year's service
with the company.

Active Military Service--Payment of induction bonuses to employees entering active military serv-
ice is not especially prevalent--only 27 percent of Panel companies follow this practice, with most re-
quiring an employee to have either six months or a year's company service. Where such bonuses are
paid, the amount ranges anywhere from one week's to a full three months' pay.

Salary continuation plans also are the exception rather than the rule. In fact, fewer than 10 per-
cent of larger companies report that they continue an employee's salary for any length of time while he is
in service. None of the smaller companies report doing so.

What about vacation pay? - Nine in 10 Panel companies report that they award vacation pay to em-
ployees leaving for active duty. By far the most prevalent method of payment is to award the employee
pay for vacation earned up to time of departure. Only a scattering of executives report that employees
are paid full vacation pay for one year.

An inquiry was also made to discover whether employees were allowed time off with pay to settle
their personal affairs. It was found that only 24 percent of Panel companies gave paid time off for this
purpose. Giving employees time off with pay to take pre-induction physicals, however, is the practice
of close to half of Panel companies.

Sending employees in service the company house organ is by far the most popular method of
maintaining contact with employees in service, according to Panel members. Sending Christmas

1



2 Military Leave Practices

greetings and Christmas gifts are next in line. Quite a few executives also mention that either the per-
sonnel manager or the employee's immediate supervisor keeps in touch by mailing regular or periodic
correspondence to employees in service.

Practically all firms that have pension plans say they credit time spent in military service toward
pension benefits. Furthermore, close to half the companies continue to make contributions to the fund on
the employee's behalf while he is in service. It is rare, however, to find Panel companies also maintain-
ing an employee's contribution while he is in service if the plan is contributory. Although virtually all
Panel companies report having group life insurance for employees, the continuation of this benefit is found
in only a small percentage of companies.

Continuation of medical care benefits for dependents of employees in service also is a minority
practice. Of the more than nine companies in 10 that provide such benefits, about 30 percent report that
they are continued while the employee is in service, and usually only if he makes monthly contributions.

(In the following discussion, "larger™ company refers to one with over 1,000 employees; ""smaller"
company to one with 1, 000 or fewer employees. )

RESERVE TRAINING POLICIES
Night-Shift Work

Do employers transfer reservists from night to day shifts to allow them to attend night training
sessions? Close to 55 percent of the executives on the Panel answer "no" (53 percent of larger compan-
ies and 55 percent of smaller ones). About an eighth of these companies point out that the seniority pro-
visions of their labor contracts do not permit such a practice.

Among those companies that answer 'yes' (46 percent), a few require that the employee himself
arrange a shift trade with another employee. Others qualify their "yeses" with such statements as
"only within transfer and seniority provisions of contract;" "if operating schedule permits;" "if feasible;"
"through regular union bidding procedure;" and the like. One larger northeastern company which replies
affirmatively comments: "if this is a regular occurrence, we can generally work out alternate training
arrangements with the reserve unit. " Another firm which answers "yes" qualifies it by saying, "if it
does not cause an inconvenience or payment of overtime. "

What about employees who miss work to attend night training sessions? Are they compensated for
this absence? Virtually all Panel members answer "no." Of the three percent who answer affirmatively,
an executive representing a larger company explains that night-shift workers are permitted to attend
night drills without loss of pay if they are ''unable to transfer to unit with non-conflicting drill schedule. "

Summer Encampment Duty

Just over half the executives on the Panel report that employees are compensated for leave taken
to attend summer-encampment training sessions. This practice is found more frequently in larger com-
panies (57 percent) than in smaller ones (41 percent). Of these companies, close to one in eight remark
that this practice applies to salaried employees only.

Among those companies that pay employees for summer encampment duty, the majority practice
is to pay the difference between the employee's normal pay and his base service pay. Next most popular
move is to pay the employee the difference between his normal pay and his service pay and allowances.
Only a handful of companies choose to award full pay for the period of absence.

The table that follows shows the percentage of companies that have the practices described above:
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Methods of Compensation

All Cos. Larger Cos. Smaller Cos.

Difference between normal &

base service pay 64% 65% 62%
Difference between normal pay

& service pay & allowances 26 26 25
Full pay for period of absence 6 6 6
Other 6 6 6

Figures in the above table total more than 100 percent because one larger company uses one

method for its salaried employees and another for hourly employees. The following comment illustrates
this company's practice:

Hourly: regular straight-time pay less that portion of base service pay received from the
government attributable to the working days in the employee's regular schedule for which he is
eligible for protection against loss of pay. Maximum 2 weeks for training duty and 1 month for
emergency duty each calendar year.

Salary: full salary in addition to any remuneration received from the government. Maximum
2 weeks for training duty and 1 month for emergency duty each calendar year. --Donald B. King,
General Industrial Relations Department, Union Carbide Chemicals Co., New York, N.Y.

The "other" practices mentioned in the above table include giving the employee one full week's pay;

and allowing him 40 hours' pay "if one week of vacation is used for summer encampment duty, " specified
by a small southern company.

Amont those companies that pay employees the difference between normal pay and service pay and

allowances, a couple of executives explain that this does not include allowances for uniforms, travel, sub-
sistence, or quarters.

A scattering of Panel members who report paying the difference between normal pay and base

service pay impose certain time limits on the extent of such payment. One executive says the practice
is followed for a maximum of three weeks. Another larger southern company explains its practice this

way:

All employees who have been members of the South Carolina National Guard and/or Officers
Reserve Corps for a period of one year at the beginning of the summer encampment will receive
the difference between their National Guard and/or Reserve Officer's total pay, excluding quarters
allowance, subsistence, and travel, and their hourly base rate of their base salary, calculated on
a 40-hour week basis, during the period in which they are engaged in National Guard and/or Re-
serve Officers summer training period, provided period of training does not exceed fifteen (15)
days in any one year. --William H. Bailey, General Personnel Director, Sonoco Products Co.,
Hartsville, S.C.

Another executive has this to say:

Employees enrolled in the reserves of any of the various branches of the Armed Forces who
are called out for a training period will be paid the difference between their normal earnings and
the amount received from the Government for a maximum training period of three weeks annually.
The term "normal earnings" means the amount of pay received for a scheduled work-week with a
maximum of forty-eight (48) hours including any overtime premiums. --larger company.

Of the companies that stipulate paying the difference between normal pay and base service pay,

one company does so only if the employee has "no vacation entitlement, " while another firm will compen-
sate the employee only if his vacation time is used for summer encampment.

When an employee needs time off for summer encampment, companies require that he give suffi-

cient notification. The following comments illustrate this requirement:
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An employee who presents proper orders requiring performance of an annual period of mili-
tary training with a Reserve or National Guard unit shall be granted a military leave of absence.
It is understood that an employee required to participate in annual military training will notify his
supervisor of the training period as far in advance as possible. --Lyle H. Fisher, Vice President,
Minnesota Mining & Mfg. Co., St. Paul, Minn.

* * *

In order that production schedules be maintained and necessary replacements obtained, it is
necessary that thirty (30) days notice of intention to leave for summer military training be given
to both the immediate supervisor and the Personnel Records office. -- Larger company.

What happens when an employee's summer encampment coincides with the annual plant vacation
shutdown? The same executive makes this comment:

If this time coincides with the annual plant shutdown for vacation purposes, the reservist will
not be granted additional time off for vacation at a later date. In this event, the reservist will re-
ceive whatever vacation pay he is entitled to, regardless of military pay. Incomplete overlaps of
military training and vacation periods will be apportioned in a manner consistent with the above.

Amount of Service Required

Panel members were asked to specify the amount of service an employee had to have with the
company before he was eligible for summer-encampment pay. Close to 35 percent of the companies that
provide such compensation say they have no service requirement. Among the rest the most frequently
encountered time requirement is one year. Next in line is a service requirement of six months.

The table that follows summarizes the responses of the Panel members to this question:

Company Service Required For Payment

All Cos. Larger Cos. Smaller Cos.
No service requirement 347, 34% 33%
One year 26 28 20
Six months 19 19 20
Three months 8 9 7
Other 13 9 20

"Other" time periods include 30, 45, and 60 days; and "complete probationary period." One
executive from a smaller company explains that salaried employees are eligible for one week's pay after
serving one year with the company and two weeks' pay upon completion of two years' service.

PAY POLICIES FOR SERVICE-BOUND EMPLOYEES

Induction Bonus

Giving an induction bonus to employees departing for military service is the practice in only 27
percent of Panel companies. This procedure is carried on more in larger companies (33 percent) than in
smaller ones (18 percent). Where an induction bonus is given, executives report that the amount varies
anywhere from one week's pay to a full three months. In some companies a flat amount is paid to the
employee about to enter military service; in others, the amount is based on the length of service an em-
ployee has with the company; and, in a few cases, the amount is based on the length of time the employee
is to spend on active duty.

Where the bonus given is specified as a flat amount, the figure most frequently mentioned by ex-
ecutives is a week's pay. Other comments advanced by Panel members include: 'one-two weeks' pay;"
"one half monthly salary;" '"one month's straight-time salary or 4-1/3 weeks' straight-time hourly wage;"
and so on. One larger company, which has a salary continuation plan for married employees who are
called to active duty, offers an induction bonus only to employees who have no dependents. Here's how
the company explains its policy:
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All employees entering the active service who have no dependents and who have worked with
the company at least six months just prior to entering the service will receive two weeks' wages
based on their average earnings over the six months' period before joining the service. --William
H. Bailey, General Personnel Director, Sonoco Products Co., Hartsville, S.C.

A majority of companies that give an induction bonus, however, base the amount to be paid on the

length of the employee's service with the company. The comments that follow illustrate this practice.

Lump Sum Payments are based on Service as follows: (1) Over six months but less than 5
years' service--one month's pay; (2) Five years but less than 10 years' service--one and one-half
months' pay; (3) Ten years of service and over--two months' pay.--C.D. Owens, Jr., Director
of Personnel, Sinclair Oil Corp., New York, N.Y.

* * *

[Service of] 6 mos.- 1 yr.--2 wks. [pay]; 1-2 yrs.--3 wks.; 2-4 yrs.--4 wks.; 4-10 yrs. --2
mos. ; over 10 [years}--3 mos. --H.C. Lundquist, Personnel Director, White Laboratories, Inc.,
Kenilworth, N.]J.

* * *

1 day's pay for each 2 months of service with maximum of 2 weeks. --John S. Vozella, Per-

sonnel Manager, Presto Lock Co., Garfield, N.].
* * *

1-3 yrs. service, 80 hours pay; over 3 yrs., 160 hours pay.--T. Whitney Barker, Manager
of Industrial Relations, Pennsalt Chemicals Corp., Calvert City, Ky.
* * *

Employees leaving active employment for extended active duty with the Armed Forces of the
United States will be granted the following pay at base rates: Less than 12 months of service--
Exempt: None; Non-Exempt: None. 12 months but less than 24 months--Exempt: 4 month; Non-
Exempt: Two weeks' pay. 24 months but less than 60 months--Exempt: 3/4 month; Non-Exempt:
Three weeks' pay. 60 months or more--Exempt: 1 month; Non-Exempt: Four weeks' pay.--R.C.
Grainger, Personnel Director, Thiokol Chemical Corp., Longhorn Division, Marshall, Tex.

A scattering of companies base the amount of induction bonus on the length of time the employee is

to spend in military service. The following comments illustrate this practice.

One-half month's pay for enlistments of 3 months to 6 months. One month's pay for enlist-
ments of more than 6 months but not more than 18 months. Two months' pay for enlistments of
more than 18 months. --Robert W. McDonald, Manager, Personnel and Industrial Relations, Shell
Development Co., Emeryville, Calif.

* * *

If tour of duty is less than one (1) year--one (1) week's pay. Tour of duty one year or more
[and employee has] Gillette Service of 3 months but less than 6--one week's pay; 6 months but less
than one year--2 weeks' pay; 1 year or more--one month's pay. --Earl B. Loescher, Manager
Employee Services & Communications, Gillette Safety Razor Co., Boston, Mass.

Length of Service Required For Bonus

Members of the Panel were asked to specify the amount of service an employee is required to have

with the company before he may receive an induction bonus. Ninety-six percent of the companies paying
bonuses replied that they require between three months and a year of service. Slightly over half the ex-
ecutives require employees to have a minimum of one year's service; close to a third specify six months;
and a little over one in 10 mention a three-month service requirement. The table that follows shows the
amount of company service necessary before an employee is eligible for an induction bonus.

Company Service Required For Bonus
(Expressed as % of companies paying bonuses)

All Cos. Larger Cos. Smaller Cos.
Three months 11% 15% --
Six months 33 35 29
One year 52 S0 57

Other 4 -- 14
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The "other" category includes one company which required two months' service.

How Bonus Is Paid

Is the induction bonus paid to employees in a lump sum or in installments? By far the majority
practice is the lump-sum method of payment, followed by 96 percent of all companies paying bonuses
(95 percent of the larger companies and all of the smaller ones). One company which reports paying the
bonus in installments explains that it is paid over a three-month period.

Panel members were also asked whether the bonus paid to the rank-and-file entering regular mili-
tary service was computed the same as that paid to executives. Ninety-six percent of the executives
answered ''yes" (94 percent of larger companies and all of the smaller firms). One company which says
that the method of payment differs explains that its induction bonus does not apply to executives.

Salary Continuation Plans

Salary continuation plans whereby an employee on active duty is paid the difference between his
present salary and his military pay are the exception rather than the rule among companies on the Panel.
Such plans are reported in only 5 percent of all companies (8 percent of larger and none of the smaller
ones). Where these plans are found the usual practice is to limit the payments, as the following com-
ments illustrate:

All employees entering the active service who are married and living with their wives at the
time they enter the service of our country and who have worked for the company for at least six
months just prior té entering the service will receive for six months an amount equal to one-half
the difference of their government pay (which includes soldier's pay and any allotment for wife
and/or children) and their average earnings over the six months’ period mentioned above or two
weeks' wages based on their average earnings over the six months period, whichever is greater.

Checks covering the above pay will not be mailed until at least 30 days after the employee
enters the service and not until the employee advises the company in writing of his correct address
or that of the person to whom the check should be mailed. --William H. Bailey, General Personnel
Director, Sonoco Products Co., Hartsville, S. C.

* * *

Employees with dependents (wife and/or children) receive in addition to one week's pay, one
half of their base earnings for a period of three months. --Francis N. Vernon, Manager Employ-
ee and Community Relations, The Quaker Oats Co., Shiremanstown, Pa.

* * *

Difference between salary or wage and military base pay for 3 months. --W.S. Traylor,
Office Manager, Personnel Department, Hercules Powder Co., Wilmington, Del.

Other methods of payment mentioned by Panel members include the following: "two wee and

"two to twelve weeks depending on service. "

Vacation Pay on Departure

Nine in 10 Panel companies report that they give vacation pay to employees departing for military
service. This practice is found more in larger companies (95 percent) than in smaller ones (82 percent).
In the majority of firms that do give vacation pay, though, payment is given only for the vacation time an
employee has earned and not used at the time of his departure, rather than full annual vacation pay.

The table below summarizes the vacation pay practices on departure for service.

Vacation Pay Practices

All Cos. Larger Cos. Smaller Cos.
None 10% EE% 18%
Full vacation pay for
one year 7 7 8
Pay for vacation earned up to
time of departure 81 87 72

Other 2 2 3
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The "Other' category includes one larger company which said "vacation time earned and not paid
for at time of departure [is] credited on return." Another smaller company figures the "percent of past
years earnings based on length of service. "

One larger company which gives full vacation pay for one year to employees departing for military
service makes this comment:

It is assumed that employees who are drafted or who volunteer for military service between
the period of January lst and May 31st would have met the requirements for a vacation had they
not been drafted or had they not volunteered. Therefore, the Company will pay vacation pay to
those individuals who are inducted into the Armed Forces between January lst and May 3lst of
any year just as if they worked the entire period. This vacation pay will be paid only for the year
in which the employees enter the service. --William H. Bailey, General Personnel Director,
Sonoco Products Co., Hartsville, S. C.

This same company also has a special vacation pay policy for servicemen who are discharged
from active duty and are reinstated with the company. Here is the policy:

Employees discharged from the Armed Forces and who are reinstated to active employment
not later than August 31st of any year shall receive vacation pay for the year in which they return
to active employment . . .

Other members of the Panel whose companies follow a similar path, that is, allowing vacations to
veterans returning from active duty, explain their policies in this manner:

An employee who returns from military service on or before July 1, of any year, will be
eligible for vacation during the year in which he returns in accordance with his accumulated
service credit. If the veteran returns to work in the same vacation year for which he has al-
ready received all or part of his vacation pay, such benefit will be deducted in determining the
vacation allowance due him. --Lyle H. Fisher, Vice President, Minnesota Mining & Mfg. Co.,
St. Paul, Minn.

* * *

On their return they (employees) are also credited with whatever months they have worked
into the next vacation accrual period (fiscal year) for which time was not granted at the time
they entered the service. --James P. Pilkington, Personnel Manager, The Methodist Publishing
House, Nashville, Tenn.

Panel members who report that they pay employees entering the service for vacation earned up to
time of departure explain their policies in the following ways:

. . . applies only where tour of duty will be less than one (1) year. In case of employees
leaving for duty over 1 year, vacation allowance is included in bonus payment. --Earl B. Loescher,
Manager Employee Services & Communications, Gillette Safety Razor Co., Boston, Mass.

* * *

At the time of entry into active military service the employee will be paid for vacation time
which has been accrued but not yet taken, and will be paid vacation pay for the next year's vaca-
tion in proportion to the number of months worked in the current vacation year up to the time of
leaving for military service. --Lyle H. Fisher, Vice President, Minnesota Mining & Mfg. Co.,
St. Paul, Minn.

One smaller company which pays employees for vacation earned up until the time of departure
stipulates that the employee "must have received pay for 1600 hours prior to departure . . ." Another
executive makes this comment:

If they haven't taken current year's vacation they receive this pay plus accrual for next
year. --]J. A. Jones, Industrial Relations Manager, Celanese Corp. of America, Narrows, Va.

Accrual of Sick Pay

Panel members were asked this question: "Do employees continue to accrue sick pay while they
are in service?" Ninety-six percent of all executives answer''no"--96 percent of larger companies and
97 percent of smaller ones.
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One Panel member who answers "yes" says: 'Sick leave will continue to accrue . . . provided
credited time does not exceed the maximum credit of 100 days. "

Time Off to Settle Personal Affairs

In many cases, an employee about to enter military service has a lot of odds and ends to clear up
before he can leave. In view of this, Panel members were asked if employees about to enter the service
are given time off with pay to settle their personal affairs. Only 24 percent of executives say that they
‘follow this practice (24 percent of the larger and 25 percent of the smaller ones).

When time off with pay is allotted, the amount most frequently mentioned by Panel members is that
which is "reasonable" or "necessary." Those companies that specify a definite time usually allow one
day; one larger company, however, allows up to a week. Other practices listed by Panel companies in-
clude the following: "2 or 3 days--salaried employees only;" 'one to two days;" "any reasonable amount
of time required;" 'reasonable amount to salaried employees and shop clerks;" and the like.

Time Off For Pre-Induction Physicals

Panel members also were asked if employees about to enter service were given time off with pay
to take their pre-induction physicals. Forty-seven percent of the executives on the Panel replied affirm-
atively. This practice was found to be more common in larger companies (55 percent) than in smaller
ones (36 percent).

How much time off with pay is an employee allowed to take for a pre-induction physical? Most
executives say they give such amount as is "reasonable’ or 'required.” When a definite time limit is
specified, the amount varies from a half day to two days. A few executives explain that they limit pay-
ment to specific groups of employees as demonstrated by these replies: '"only exempt and non-exempt
are paid;" "only for salaried employees;" 'reasonable amount to salaried employees and shop clerks;"
and so forth.

A few Panel members who report giving employees time off with pay to take pre-induction physi-
cals state their company policies in this manner:

When physical examinations requested by a draft board or a military service branch require
an employee to be absent from his scheduled work, the employee shall be paid, without charge
against sick leave or vacation allowances, for such absence at his straight-time rate. In these
instances, it is expected that maximum advantage will be taken of Selective Service regulations
which permit taking examinations locally. --R.C. Grainger, Personnel Director, Thiokol Chemi-
cal Corp., Longhorn Division, Marshall, Tex.

* * *

Time off with pay at base rates will be allowed for actual time required for pre-induction
physical examination, normally not to exceed one day, provided proper evidence of notice to re-
port is given to the supervisor, and the absence authorized by him, and provided such time occurs
during the first forty hours of the employee's scheduled work week, not to exceed eight hours in
any day. Such time, if duly authorized, will not be charged against any Salary Continuance or
Sick Benefit to which the employee may be entitled. In the event the employee received compen-
sation from the Government for such examination, this benefit will be the difference, if any,
between military pay and regular pay at base rates. --Lyle H. Fisher, Vice President, Minnesota
Mining & Mfg. Co., St. Paul, Minn.

CONTINUATION OF FRINGE BENEFITS

Nearly all executives on the Panel who report having pension plans for their employees say that
time spent in military service is credited toward pension benefits. The practice of extending group life
insurance to employees in service and medical-care benefits to their dependents, however, is a differ-
ent story. For example, while practically all Panel members report having such benefits, only about
three in 10 say they continue them during the time the employee is in service.

Profit-sharing plans are found in only 20 percent of Panel companies. Where such plans are found,
one in four executives report that employees continue to share in the profits while on active duty.
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The table that follows shows the extent to which these fringe benefits are provided for employees
in service.

\

Fringe Benefits For Employees in Service *

All Cos. Larger Cos. Smaller Cos.
Pension credits (87%) 82% §%% 73%
Life insurance (98%) ‘ 28 34 20
Medical-care benefits for em-
ployees' dependents (92%) 29 33 23
Profit-sharing benefits (20%) 25 19 50

¥Percentages in parentheses show the proportion of Panel companies that
have the fringe benefit for employees. Table percentages are based on
those firms that have the benefit in question.

Among other benefits offered by one or more Panel companies to employees in service are the
following: savings plans, stock purchase options, special discounts for travel and utilities, family allow-
ances, Christmas bonuses, and veterans' benefits.

Pension Plans

Eighty-seven percent of Panel companies report that they have a pension plan for their employees
--92 percent of larger companies and four fifths of smaller ones. Of this number, 82 percent (88 percent
of larger companies and 73 percent of smaller ones) say that time spent in military service is credited
toward an employee's pension.

Where this practice is followed, a handful of companies explain that they set a maximum on the
number of years spent in military service that can be counted toward a pension. A couple of companies,
for example, specify that no more than five years' service in the military can be credited; one firm says
four years; and another holds it down to 24 months.

Another scattering of companies mention that they credit service time toward pension benefits
only if the employee returns to work. For instance, one company explains that time in service is credited
only if the employee comes back to work within 90 days of discharge; other companies qualify their an-
swers by stipulating "if he returns, " "if re-employed, " and the like. In addition, one larger firm men-
tions that it credits such time for "salaried personnel, [but] not for bargaining units."” One smaller
company that does not credit service time toward pensions mentions that the plan is "based on age and
contributions. "

Noncontributory Plans--Panel members were asked this question: "If plan is noncontributory, do
you continue to make contributions to the fund while employees are on active duty?" Forty-six percent of
the executives answer "yes," the practice being more prevalent in smaller companies (52 percent) than
in larger ones (43 percent). One executive from a larger company who says that company contributions
continue during the time employees are in service mentions that they do so only for a six-month period.

Contributory Plans--Where the company's pension plan is contributory, 24 percent of companies
make arrangements to maintain an employee's contribution to the fund while he is in service. Such ar-
rangements, while made in a third of larger companies, are found only in 8 percent of the smaller firms.
A few of the Panel members who report that arrangements are made to maintain employee contributions
say this is accomplished by giving the employee the option of continuing the payment while in service.
Another company gives employees the opportunity only after discharge from service and reinstatement,
as the following comment illustrates:

Under contributory plan, employee upon reinstatement has six months option to make retro-
active payments either as lump sum or installments spread over a period not to exceed one month
for each two months of military leave. --Donald B. King, General Industrial Relations Department,
Union Carbide Chemicals Co., New York, N.Y.

Another Panel member whose company's pension plan is contributory explains that a serviceman
benefits even though he is not required to make contributions while on active duty. He explains the plan
this way:
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Our pension plan is contributory and is for salaried employees only. The retirement bene-
fit is not based on contributions but on the highest five of the last ten years of annual earnings
before retirement. During military leave the employee accrues full service credit and the plan
is funded by the Company accordingly, even though the employee makes no contribution while on
military leave. --Industrial Relations Manager, small southern company.

One executive makes this comment when asked if any arrangements are made to maintain an
employee’s contribution:

By employee arranging to make monthly payments equal to his contribution. If employee re-
turns within 90 days of discharge and is a member, company will make its contribution for period
of absence. --John E. Hamm, Jr., Manager--Industrial Relations, Chemical & Plastics Div.,
FMC Corp., Baltimore, Md.

Several of the larger company executives report that the company "pays both its share and the
employee's share.” One Panel member summarizes his company's practice by saying:

Earnings of $3, 000 per year assumed arbitrarily--company pays employee and company
contributions on this basis. --E.]. Mullen, Personnel Manager, I-T-E Circuit Breaker Co.,
Philadelphia, Pa.

Group Life Insurance Plans

Of the 98 percent of all companies who report having a group life insurance plan for their employ-
ees (98 percent of larger and 97 percent of smaller companies), only 28 percent (34 percent larger and
20 percent smaller) continue employees' group life insurance during military service. Most companies
that continue an employee's group life insurance stipulate that the practice is carried on only for a period
of one to three months. Other companies specify 180 days, from 3 to 6 months, only up to 120 days, and
the like.

A few Panel members explain that the employee is given an option. The following comments illus-
trate this procedure.

Employee has option of continuing for two months following last day of policy month in which
he enters service on a contributory basis. --Walter W. Hanes, Vice President Industrial Relations,
The Greyhound Corp., Chicago, Ill.

* * *

If you are going on military leave of absence for six months or less, your Term and Life
Insurance may remain in force if you continue premium payments. If you do not choose to con-
tinue payments you must elect to receive either your cash value, or, if your Paid-Up Life Insur-
ance totals more than $100 at termination, a Paid-Up Life Insurance Certificate. --A.R. Gifford,
Personnel Manager, Sanborn Co., Waltham, Mass.

* * *

One month after the month in which absence commenced plus two more months at employee's
option. Employee pays his share of cost. --Donald B. King, General Industrial Relations Depart-
ment, Union Carbide Chemical Co., New York, N.Y.

* * *

Employee may continue his group life insurance but is required to pay entire premium while
in the service. Company does not continue its contribution. --Richard B. Miller, Director of
Employee Relations, Litton Systems, Inc., College Park, Md.

Medical-Care Benefits For Dependents

Members of the Panel were asked this question: "Do you have hospitalization or medical-care
benefits for employees' dependents?" Ninety-two percent of the executives answered "yes" (93 percent
of larger and nine in 10 smaller companies). Of this number, 29 percent report that they continue these
benefits for dependents of employees in service. This practice is found more in larger companies (33
percent) than in smaller ones (23 percent).

Of those firms that continue hospitalization or medical-care benefits for employees' dependents,
most of them qualify their answers by remarks such as: "if employee makes monthly contributions, "
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“for 1st 6 months only," "at employee's option, " "for two months, " and the like. One larger company
states that it limits payment to dependents of employees who are on a six-month active duty tour.

Profit-Sharing Plans

Profit-sharing plans are found in only one in five Panel companies. Twenty-seven percent of
larger companies report having a profit-sharing plan as against 10 percent of smaller ones. Of these
firms, only one in four report that employees in service continue to share in the profits. This is true
of about one fifth of larger companies with profit-sharing plans, as against two in four smaller ones.

A few of the companies explain that the serviceman-employee continues to share in the retirement
portion of the profit-sharing plan, but not in the cash payment. Another handful of companies who report
that employees do not continue to share in the profits while in service mention that the serviceman's por-
tion of the plan is held in suspense until he returns.

Continuation of Other Benefits

Panel members were asked what other benefits their companies provide for employees in service
or their families.

A few Panel members state that they extend discounts or special privileges to the servicemen
themselves or to their families as illustrated by the following comments:

The employee on military leave of absence is given a yearly mileage allowance for free trans-
portation for the use of himself and eligible dependents. Also unlimited half-fare privileges are
granted on our Airline only. --D.S. Scotland, Manager--Employee Relations, American Airlines,
Inc., New York, N.Y.

* * *

Utility service discount continued for family. --D.M. Pritchett, Assistant to the President,
California-Pacific Utilities Co., San Francisco, Calif.

Free and reduced rate transportation on Company system. --Thomas D. Stuart, Vice Presi-
dent--Industrial Relations, Pacific Northern Airlines, Inc., Seattle, Wash.

A handful of companies report that they pay special allowances to the families of employees.
Here's what they say:

Family allowance payments are made to the wife of a male employee with one year of serv-
ice. Family allowance provides make-up pay of up to one-half of normal salary with total of
make-up pay plus Government pay and allowances not to exceed employee's normal salary. --
Robert W. McDonald, Manager, Personnel and Industrial Relations, Shell Development Co.,
Emeryville, Calif.

* * *

Father's Allowance--Employes who are fathers receive difference between 3/4 of former
earnings up to $10, 000 and total military pay--for period up to 4 years.--V.A. Womack, Person-
nel Assistant, DeSoto Chemical Coatings, Inc., Chicago, Ill.

A scattering of firms have employee savings plans from which people in service may receive
certain benefits. In one such plan, the company continues to make contributions for servicemen based
on what they paid in during employment. Thus:

Company contributions at one-half the employee's active employment rate of contribution
(24%, 5%, or 10% of monthly salary) to the Shell Provident Fund (a Company provided non-
compulsory savings plan) are continued for the period of military service but not for more than
two years. --Robert W. McDonald, Manager, Personnel and Industrial Relations, Shell Develop-
ment Co., Emeryville, Calif.

Another firm which has a savings plan for its employees explains:

The Company has a Savings Plan which provides for Company Contribution in an amount equal
to 50% of Employee Allotment. An employee entering Military Service may elect to suspend
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his participation for the period of leave. In such event while no employee allotments or company
contributions are added to his account he will continue to share in the earnings of the fund(s) in
which he has invested. --C.D. Owens, Jr., Director of Personnel, Sinclair Oil Corp., New York,
N.Y.

A couple of executives explain that their companies grant leaves of absence to veterans who wish
to further their education. In one case, the veteran is assured reemployment, but he does not accumulate
service credit or seniority during his absence. In the other, reemployment is not guaranteed, but if the
employee is reinstated, it is with accrued seniority. The following comments illustrate these practices:

Upon request, the company will grant a six-month leave of absence to any . . . veteran who
desires to obtain education under the G.I. Bill, and who enrolls in a recognized educational in-
stitution. At the end of the six-month period, at the veteran's request, his case will be reviewed
by the company, and if circumstances permit, the leave may be extended for an additional period
of six months. An employee granted a leave of absence for G.I. Schooling will not accumulate
service credit or seniority during such leave. --Lyle H. Fisher, Vice President, Minnesota Mining
& Mfg. Co., St. Paul, Minn.

* * *

Any veteran who is a former employee . . . may get a leave of absence to continue his educa-
tion upon certain conditions. The leave of absence must be approved by the employee's supervisor,
the General Production Manager, or other company executives and the General Personnel Director.
The leave of absence will be granted for a period of not more than one year or one school term.
The Company cannot guarantee employment for employees who receive leaves of absence for educa-
tional purposes. The only benefit a leave of absence of this type will carry is that in case the em-
ployee is reemployed, he will not lose his seniority. --William H. Bailey, General Personnel Direc-
tor, Sonoco Products Co., Hartsville, S. C.

Other benefits provided for employees in service or for their families, mentioned by Panel members,
include the following: (1) a stock-purchase option; (2) a salary progression plan whereby an employee rein-
stated with the company returns to the salary he would have reached if he had not entered military service;
(3) participation by servicemen and their families in all recreational and social activities sponsored by the
company; (4) Christmas bonus; and (5) a Christmas turkey.

Generally, the law requires that an employee-veteran who has satisfactorily completed his military
service and who applies within 90 days of discharge be reinstated to his former job. Most companies in
this regard follow the letter of the law. One company, however, gives the veteran 120 days in which to
apply for reinstatement. Its policy is stated this way:

If application is made within one hundred twenty (120) days from the expiration of the military
leave period, employees will be reinstated so far as possible in their former positions, depending
upon seniority status, or (in the case of salaried employees) length of credited service at time of
application. If such reinstatements are not practicable, the Company will make every effort to
place those employees involved in other positions with no loss of rights acquired by previous
service. --Larger company.

One larger company executive whose firm is considering a policy which would be beneficial to the
wife of a serviceman explains:

A policy is at present being proposed whereby the wife of a serviceman, herself an employee
of the company whether her husband is or not, would be promised a retention of her original serv-
ice date should the organization be able to re-employ her when she returned to work after having
left to join her husband in the service. Our experience has been that we are as much affected,
certainly in the offices, by women leaving to join their husbands as by the men being called to
service. We think it proper that the wife be with the husband, and while we cannot promise to
hold the woman's job for her, we would promise her (if she is a good employee) reemployment,
if a job is open, on a level as near to that of her job at the time of leaving as is possible and re-
instatement of her original service date. This would protect certain fringe benefits (such as va-
cation) that depend on length of service. While this policy has not yet been formally approved,
representatives of top management have viewed it favorably. --James P. Pilkington, Personnel
Manager, The Methodist Publishing House, Nashville, Tenn.
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MAINTAINING CONTACT WITH EMPLOYEES IN SERVICE

Keeping in touch with employees in service is the practice of seven in 10 Panel companies--75
percent of the larger and 62 percent of the smaller ones. Among these companies, slightly better than
four fifths send employees in service a copy of the company house organ; a fourth send Christmas greet-
ings; a little less than a seventh mail Christmas gifts; and a scattering send birthday greetings. The
table that follows summarizes the methods used by those companies that maintain contact with employees
in service.

Methods of Maintaining Contact *

All Cos. Larger Cos. Smaller Cos.
Company house organ 82% gg% 70%
Christmas greetings 25 24 26

16 13

Christmas gifts 15
Birthday greetings 4 4 4

¥ Figures total more than 100 percent because some firms use more than
one method.

What other steps do companies take to keep in touch with employees in service? Among those
Panel members who answered this question, the majority mentioned that they send regular or periodic
correspondence. In some cases, the purpose of such correspondence is to keep the company abreast of
the servicemari's location and/or to answer queries from the servicemen themselves. As one executive
puts it:

We correspond with all our employees on military leave of absence during their leaves. This
is basically for the purpose of keeping us informed of any changes in address and to answer any
questions they may have regarding their status. --Larger northeastern company.

In the same vein, another large company has this to say:

We have no formal plan for keeping in touch with employees in service; however, all letters
are answered and we endeavor to keep in touch with them informally. --H. R. Timms, Manager,
Employee Relations, Gulf Oil Corp., Phila., Pa.

A couple of firms specify that they maintain contact only with technical personnel. The following
comment illustrates this point.

Tech recruiting section maintains contact with all technical personnel through correspondence
and mailing of literature used in recruiting. --W.S. Traylor, Office Mgr., Personnel Department,
Hercules Powder Co., Wilmington, Del.

Other companies mention that they keep in touch through contact with the serviceman's family; by
paying a Christinas bonus; by mailing a copy of the annual profit-sharing statement; by encouraging em-
ployees on military furlough to visit the plant.

Finally, The Gillette Safety Razor Co., Boston, Mass., maintains contact by sending a monthly
supply of razor blades to men in service and a box of candy to women.
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