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SURVEY OF MILITARY-LEAVE POLICIES IN 1950

Introduction

This is a survey of military leave
policies in effect in American indus-
try in September and October 1950.
The findings are based on the 500 re-
plies to a -questionnaire sent by The
Bureau of National Affairs to large
and small companies in all major in-
dustries.

Many of the policies are brand new,
having been worked out since July
1950, when the Korean situation first
produced stepped-up calls to military
service. In large part, companies
which have already revised their leave
policies have relied heavily on prac-
tice and experience during World War
II. Certain companies appear to have
readopted completely, for the present,
the policies they observed for World
War II servicemen.

Policies of many others, however,
have not been reviewed recently. A
substantiagl number point out that
they have not considered the situa-
tion sufficiently serious to warrant
change in their leave practices, and
will not overhaul them until there are
larger numbers of departures for mili-
tary service or until there is an actual
declaration of war.

Some are awaiting a clearer picture
of new policies being installed by
others. There are also many which
note that for the present, at least,
they do not intend to grant any rights
to employees leaving for service
other than those specifically required
by law. .

Many participants in the survey in-
dicate that they have not yet decided
on certain questions. They are re-
corded as “undecided” in the different
tabulations .in the study.

In addition, some caution that re-
visions may of course be made in the
near future. There were also a con-
siderable number of employers who
informed BNA that they were not re-
plying to the questionnaire because
they were in process of formulating a
specific new policy, or were entering
union negotiations which might lead
to certain new practices.

In other words, there is a great
likelihood that certain practices re-
ported by the study, such as the
granting of going-away bonuses, will
be liberalized by many companies if
armed forces’ requirements are ex-
panded to take a larger bite out of
present workforces.

The survey covers policies over and
above those required by the current
Selective Service Act. The results, de-
sceribed in the following pages, are ar-
ranged in five sections: :

(1) Who is Granted Military-Leave
Rights

(2) Benefits on Departure for Mili-
tary Service

(3) Benefits While on Service

(4) Reinstatement of Veterans

(5) Other Military-Leave Policies

Who Is Granted Military-Leave
Rights

The current Selective Service Act
requires employers to reemploy all em-
ployees who served with the armed
forces, but there is no similar re-
quirement in the case of employees
who left for other war-connected rea-
sons.

Many employers, however, volun-
tarily give leaves with assurance of
rehiring with full rights, to employees
who take on certain other duties con-
nected with war or defense efforts.

The most common such duty is serv-
ice with the merchant marine. A
smaller number of companies recog-
nize service with the armed forces of
allies as justifying a leave. And a
still smaller number also recognize
service with civilian war relief agen-
cies.

It is apparent, however, that many
companies have not yet seriously re-
viewed their leave policies on these
or other types of war-connected
service. Some are delaying deter-
mination of policy until specific cases
arise or until war is formally de-
clared. Meanwhile, others are car-
rying over policies they observed dur-
ing World War II.
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Merchant Marine—More than 30
percent of the companies (156) say
they will give military leave to em-
ployees entering the merchant marine,
and another 10 percent indicate they
may do so but have not yet decided.

In World War II, employees who
served in the merchant marine had re-
employment rights. But since July
1947, those who enter the merchant
marine are not legally entitled to re-
instatement, that is, rehiring is wholly
at the option of management.

Among companies which do not now
give leave, however, are some who re-
port that they did so during World
War II and would undoubtedly do so
again if there was a declaration of
war.

Leave for Merchant Marine Service

service of war allies or to those who
become part of a United Nations
armed force if one is established.

A considerable number, more than
17 percent (87), record themselves as
undecided. And many which say they
do not allow leave for this purpose
indicate that they have not consid-
ered the question till now.

The first company noted as “other”
in the table below, a producer of paper
products, says it will give leave to em-
ployees who bear arims for the UN,
but does not intend to do so for those
serving another country. The second
says it will give leave without a re-
employment guarantee.

Leave for United Nations or Allied
Military Service

Number of companies............ 500
Do not give leave ........ 281
Give leave ........ ceeenns 156
Undecided ....... PP 56
No information ......... 5
Other ..............ccuu. 2

Several companies which say they
will give leave call attention to cer-
tain limitations:

(1) Leave for merchant marine
service is given by a rubber products
manufacturer only to employees
who are eligible for draft. Those
ineligible for military draft, who
leave for sea by their own choice
rather than as an alternative to
military service, are not allowed a
leave of absence.

(2) Reemployment rights are
granted by a food products company
only if the merchant marine serv-
ice involves duty in foreign waters.
The two classified in the “other”

category are:

(1) A public utility which says it
will consider each case separately
and decide on its particular merits.

(2) An crganization which says it
will grant leave, but with no guar-
antee of reemployment. The em-
ployee will be rehired, it says, only
if there is a job opening available
when he returns.

Allied or United Nations Armed
Forces—Some 20 percent (106) will
give leave to employees in military

Number of companies ............ 500
Do not give leave........ 293
Giveleave ............... 106
Undecided ........ ceeeen 87
No infcrmation ......... 12
Other ................... 2

Civilian War Relief Agencies—Only
8 percent (40) report that their leave
policy covers duty with civilian war
relief groups such as the Red Cross.
Another 11 percent (57) say they are
undecided.

Listed as “other” is the organiza-
tion which is willing to give leave for
war-connected duties but without a
rehiring guarantee.

Leave for Civilian War Relief Service

Number of companies............ 500
Do not give leave......... 386
Giveleave ............... 40
Undecided ............... 57
No informaticen .......... 16
Other ................... 1

Other Absence — Questioned on
leaves for other types of duty, 9 com-
panies reply that leave will be per-
mitted for employees requested to take
government posts concerned with de-
fense or war administration. Like sev-
eral others, a large manufacturer of
home appliances specifically limits
such leave to “employees entering
government service at government re-
quest on direct defense activities.”
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A flour milling firm, with an eye to
a possible manpower mobilization law,
says it would give leave to anyone re-
quired to transfer “to another occupa-
tion as a result of a federal law or
executive order.”

Ten companies specifically note that
they extend leave to those entering
the U.S. Public Health Service.

EMPLOYEES IN TEMPORARY
POSITIONS

The present draft law does not
require management to rehire em-
ployees who leave temporary positions.
However, more than 20 per cent of the
companies (109) report that they give
rehiring rights to such employees, and
another 4 percent (22) say they have
not yet decided.

One company permits leave for those
in temporary positions only if they are
drafted.

A public utility which does not give
leave to temporaries, says that if it
does rehire a veteran who left a tem-
porary position, it would give him all
accrued rights just as it would any
other veteran.

Classified as “other” is another util-
ity, Omaha Public Power District,
which says that it allows leave, but
temporaries “will not necessarily re-
ceive their jobs when they return.”

Leave for Employees in Temporary

Jobs
Number of companies ........... 500
Do not give leave ........ 338
Give leave .............. 109
Undecided .............. 22
‘“Have no temporary jobs” 17
No information ......... 13
Other ................... 1

PROBATIONARY EMPLOYEES

One point on which there appears
to be a great deal of confusion is
whether the law requires reemploy-
ment of employees who left for mili-
tary service before completing their
hiring probation period.

In the opinion of the Bureau of
Veterans’ Reemployment Rights of the
U.S. Department of Labor, such pro-
bationers are covered by the law’s re-
hiring provisions, and must be treated
just as other employees.

Only 40 percent of the companies
(198), however, say they consider such
employees as holding rehiring rights.
Almost 50 percent (245) declare that
they do not give probationary em-
ployees military leave. About 5 per-
cent (24) say they are undecided.

Several explain that the problem
is not expected to arise in practice.
As one Midwestern foundry puts it,
“of course during this period or under
actual wartime conditions, draft status
is carefully checked prior to hiring,”
so that it is unlikely that anyone
hired at this time would be drafted
before completing their probationary
period.

Listed in the table as “other” is
Northwest Metal Products, Inc., which
says that “if an employee is drafted
or called during his first 30 days of
employment with us [his probation-
ary period]l, the question as to his re-
employment rights will be decided
on his return, if he [returnsl.”

Leave for Probationary Employees

Number of companies ........... 500
Do not give leave ....... 245
Give leave ........c00nnn 198
Undecided .............. 24
“Have no probationers”.. 13
No information ......... 19
Other ......c.ovvvvnnen 1

DISTINCTION BETWEEN VOLUN-
TEERS AND DRAFTEES

The Selective Service Act gives
equal rights to draftees and volunteers.
In the case of benefits or privileges
beyond those required by the law,
however, different treatment of the
two groups is not expressly prohibited.

But even on such extra benefits or
privileges, replies to the questionnaires
show, distinctions between enlistees
and draftees are relatively infrequent.

Only 20 of the 500 companies report
some distinction. And at least two
of these indicate that they do not
understand their obligation under the
law—they say that no leave rights are
given volunteers. Four of the com-
panies which say they treat volunteers
differently do not explain how.

The only sizeable distinction crops
up in bonus practices. Thirteen com-
panies — approximately 8 percent of
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those with a bonus plan —say they
give going-away bonuses only to
draftees or those called up in the re-
serves. At least two note, however,
that they would extend equal bonus
rights to enlistees if and when there
is an actual war; the distinction is
solely a peacetime one.

One company counts military serv-
ice of draftees for credit under its
pension plan, but does not allow such
credit in the case of volunteers.

Benefits on Departure for
Military Service

Nothing in the present Selective
Service Act requires management to
make any payments or grant other
privileges when an employee leaves
for, or is in, military service. Never-
theless, a great number of companies
do give certain benefits to servicemen.

BONUS ON DEPARTURE

The most common benefit is a bonus
or some temporary financial payments
immediately upon departure for mili-
tary service. More than 30 percent
of the companies (155) provide this
type of benefit. Another 5 percent
(26) report that they are undecided
as yet whether they will adopt a bonus
plan; several of these note that they
paid bonuses during World War II and
most likely will do so again if war
develops.

The bonuses or temporary pay de-
scribed in this section are separate
from, and in addition to, any pay
that may be granted for unused va-
cation.

The bonuses generally are intended,
not only as a good-will gesture, but as
a concrete aid during the short pe-
riod when the employee is switching
from civilian to military life with little
or no income as yet from his military
service.

Amount of Bonus—Most bonuses
provide sums ranging from one week’s
pay to one month’s pay, although
some offer larger amounts. At many
companies, the amount varies accord-
ing to length of service, and in a few
instances larger bonuses are paid to
those with dependents.

Of the 143 companies which describe
their plan, 91 give the same bonus to

all eligibles, as against 49 which grad-
uate it according to length of service.
Four relate the bonus amount to the
employee’s dependency status, and
one links it to earnings levels.
Limitations—A substantial majority
of the companies require a minimum
period of service for an employee to
be eligible for a military bonus. How-
ever, the requirement is almost always
only a relatively short period of serv-

ice. It is rarely for more than one
year (in no case more than two
years), and most often only six
months.

In all, 86 companies say they re-
quire a minimum period of service, as
against 57 which do not.

Minimum Service Required for Bonus

Companies with service require-

ments ......... ... ... 86
Less than 6 months ...... 7
6 months ................ 41
1 y2ar ... . ittt 28
18 months ............... 1
2 JEATS ..itiriiinanananes 1
No information .......... 8

About one of each 12 companies
which grant bonuses restricts them
at this time to drafiees only. That
is, employees who leave for service
voluntarily are ineligible. Several of
these companies point out, however,
that they intend to extend bonus eligi-
bility to enlistees too if and when
there is an actual declaration of war.

With two exceptions, there are no
reported differences in treatment of
salaried and hourly employees. One
company notes that its bonus plan
applies to salaried personnel only.
Another, a large retailer, grants a
week’s pay to weekly paid employees
as compared to a month’s pay for
those paid on a monthly basis.

Type of Bonus—The bonus pay-
ments take several forms. By far
the most common is a lump-sum pay-
ment equal to the employee’s pay
for a certain period, say a week or a
month. A total of 116 of the com-
panies make this type of payment.

A much smaller number, 16, provide
continuing payments for a short period
to make up the difference between
the employee’s military pay and his
usual earnings at the company.
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The third general practice is to
award a fired sum, say $50 or $100,
rather than an amount directly con-
nected with the employee’s usual pay.
Ten companies report this practice.

The other 13 firms reporting bonus
payments do not describe their plan.

Type of Bonus

Companies paying bonus ........ 155
Equivalent of pay for
specified period ....... 118
Continuing make-up pay-
ments for 3 months or
less cooeiiiiiina.. veees 16
Fixed sum ......cocvevnn 10
No explanaticn .......... 13

Equivalent of Pay—Of the 116 plans
which give a certain number of weeks’
or months’ pay, 72 disregard differ-
ences in service and provide an equal
amount for all eligibles. One month’s
pay is the single most common amount
in this group, but almost as many
provide one or two weeks’ pay.

Equivalent of Pay for Specified

Period—I
Companies with uniform bonus... 72
1week'spay ...eoeene vee. 18
2 weeks’ pay ...eeee0eee. 18
1 month’s Pay .ccceveeaes 2D
2 months’ pay «..voeeeee 11

Another 41 of these 116 vary the
bonus according to each employee’s
service. The minimum is usually one
or two weeks’ pay, with the maxi-
mum generally two weeks’ or one
month’s (or fcur weeks’) pay.

These bonuses are scaled according
to a wide variety of formulas, but by
far the most prevalent are the ones
which give one week’s pay (or two
weeks’) pay after six months and two
weeks’ (or one month’s) pay after
a year. These two formulas each ap-
pear in more than a half-dozen of the
41 graduated-by-service plans.

One unusual plan, that of the Wash-
ington Gas Light Co., provides two
days’ pay for each month of service,
but with a maximum of 25 days’ pay.

Equivalent of Pay for Specified
Period—II

Companies with bonus graduated

by service ...........co0000n e 41
Minimum bonus
Less than 1 week’s pay .. 2
1 week’s pay ............ 18
2weeksS’pay .........n.. 14
1 month’spay ........... 3
No information ...... vee 4

Maximum bonus
2 weeks’ pay +e.cveeerene. 18
1 month’s pay «veeeeeeas. 14
2 months’ pay «..oeoeevee 3
3 months’ pay .veeeeeeees D
No information .......... 1

Two companies vary the bonus ac-
cording to whether or not the depart-
ing employee has dependents. The
Monsanto Chemical Co. gives two
weeks' pay to employees without de-
pendents, double that amount to those
with dependents. The other, a Mid-
western company, gives a month'’s pay
to single employees, two months’ pay
to married ones.

Finally, one company, a chemical
manufacturer, ties its bonus to em-
ployee earnings, by giving one week's
pay to its lower-paid employees and
more to higher-paid ones, to a maxi-
mum of one month’s pay for the high-
est-paid persons.

Make-Up Payments—Sixteen com-
panies pay for a short period the dif-
ference between the employee’s mili-
tary and company pay. (Some com-
panies provide such continuing pay-
ments for longer periods or even indef-
initely; their plans are described
later.)

The make-up payments at six of
the companies continue for one month,
and at six others they run for three
months.

At the remaining four, the period of
payments depends on the employee’s
service. Two provide one month’s
make-up pay for those with six
months’ service, two manths’ for those
with a year or more. One of these
companies is an industrial equipment
manufacturer, while the other is a
large dairy products firm. A third,
the Western Electric Co., grants two
weeks’ make-up pay to all with less
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than a year’s service, 13 weeks to those
with a year or more. The fourth, an
insurance company, provides make-up
installments on the following scale:
half a month for less than a year’s
service, one month for one year, two
for two, and three months for three
years’ service.

Fixed Sum—Of the 10 employers
who hand out a fixed sum as a bonus,
3 give all departing employees $100; 1
gives $50.

Four others tie the amount to serv-
ice. Thus, one gives $25 to three-
month employees, with an additional
$25 for each additional three months’
service to a maximum of $100 after a
year’s service. A second pays $75 to
three-month employees, $150 to one-
year employees, $225 to two-year peo-
ple, and a top of $300 to the five-
year ones. A third gives $25 to those
with one year’s service, $50 to those
with five years’ service. The fourth
company does not describe its system.

The other 2 companies grant extra
compensation to those with depend-
ents. One, a petroleum company, pays
a $100 bonus, but boosts it to $200 if
the employee has dependents. The
second, an insurance firm, gives $150
to single employees, $250 to married
ones.

CONTINUING PAY

Almost 5 percent of the companies
(23), mostly in the petroleum indus-
try, report that they continue reg-
ular payments of some sort to service-
men beyond their first three months
in service. However, half do so only
if the serviceman has dependents.

The entire difference between mili-
tary pay and company pay is given by
8 of the 23 companies.

Four of the 8 do so as long as the
serviceman remains in the armed
forces. Three, which give all em-
ployees make-up pay for three
months, do so for an additional three
months for employees with depend-
ents. The remaining company con-
tinues make-up pay for those with de-
pendents for a period equal to their
length of service before departure.

Partial make-up pay is given by 11
firms. Three of these make such pay-
ments for one year:

(1) A manufacturer of wire and
cable pays $15- each month to em-

ployees with one year’s service, $30 to
five-year men.

(2) Another company spreads three
months’ salary over 12 monthly in-
stallments.

(3) A chemical producer limits the
size of its make-up payments to 50
percent of the employee’s company
pay. On top of this, however, it
awards supplemental payments based
on the number of children; an ad-
ditional 10 percent of the employee’s
company pay is given for the first
child, with a further 5 percent for
each additional child.

Of the 8 other companies giving
partial make-up-pay, 7 do so only if
the serviceman has dependents. The
eighth grants it regardless of depend-
ency status, but provides for larger
payments where there are dependents.
Included among this group are the
following arrangements:.

(1) A petroleum company gives
make-up pay to employees who are
married and living with their wives,
or who have one or more dependent
children, but such payments are not
to be more than half of the employee’s
regular company pay.

(2) Another petroleum producer
grants employees with dependeuts
make-up pay in full for the first three
months in service, make-up pay to 85
percent of company pay for the fol-
lowing three months, and to 65 per-
cent thereafter.

Dependents are defined as a wife
living with the employee when he
entered service, children under 18, or
parents who have been relying on the
employee for at least $30 a month.
(Company payments, however, are not
to exceed the amount the emplovee
turns over to support such depend-
ents.)

(3) The Standard Oil Co. of Cali-
fornia pays employees with depend-
ents either (a) half their company
pay, (b) the full difference betwesen
their company and military pay, or
(c) the amount they contribute for
support of relatives, whichever is least.

It defines dependents as a wife liv-
ing with the employee when he leaves
and any relatives counting on the
employee for more than half their
support. '
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The allowance is paid monthly di-
rectly to the dependents. Payments
start a month after military leave be-
gins (employees are given one month’s
full pay to tide them over the first
month) and continue until 30 days
after release from service. Payments
are prorated for any period of less
than a full month.

(4) The Ensign-Bickford Co. pays
one-quarter of the difference between
military and company pay for 14
months to employees with three years’
service. In addition, the employee is
given an extra $20 a month for each
dependent.

(5) The number of dependents de-
termines the amount of continuing
pay at the Connecticut General Life
Insurance Co. Its statement to em-
ployees says:

“A family allowance will be paid to
those drafted or called into military
service who have had one year or more
Connecticut General service and who
have one or more dependent children.
One month’s advance salary will be
paid. The company will pay the
family 100 percent of any difference
between total service pay with allow-
ances and salary up to $3,000 annu-
ally. The company will also pay 50
percent of any difference between
total service pay with allowances and
salary from $3,000 to $6,000.

“The maximum service pay and
company allowance would be $300 per
month for one child; $350 per month
for two children; and $375 per month
for three children.”

Employees who are ineligible for
such an allowance, or prefer not to re-
ceive it, are entitled instead to a lump-
sum bonus upon departure, ranging
from a half-month’s to three months’
salary, according to his length of
service.

(6) Another insurance firm pays
servicemen 60 percent of the difference
between their military and company
pay, less $250 a year, if they have two
dependents. If they have three de-
pendents, they get 60 percent of the
difference without the deduction of
the $250. And if they have four de-
pendents, they receive 60 percent of
the difference together with an addi-
tional $250 a year.

No description of their continuing-
payv plans is provided by three other
companies which say they have such
plans. The fourth company, which
does not describe its plan, is a manu-
facturer of clocks and instruments,
which says it gives pay to “key em-
ployees only.”

Special family allowances in needy
cases are reported by two companies,
neither of which has a formal plan
for continuing pay.

(1) The Courier-Journal and Louis-
ville Times Co. notes that employees
leaving for service discuss their per-
sonal budget with a management
committee, which is empowered to
provide continuing family payments
in specific cases.

(2) An insurance company says it
will give monthly payments to the
wife of a serviceman in meritorious
cases, in place of the fixed-sum bonus
generally paid a departing employee.

VACATION PAY ON DEPARTURE
FOR SERVICE

Approximately 85 percent of the
companies (424) report that they give
vacation pay when employees leave
for service.

Many note explicitly, however, that
they give it only for vacation time
which the employee (1) has earned
or qualified for and (2) has not used,
up to the time of his departure. In
other words, the grant of a vacation
allowance often rests on whether the
employee leaves early or late in the
vacation year.

Whether the allowance is a pro-
rated one (that is, in proportion to
how much of the year the employee
has served before leaving) or one for
a full vacation frequently depends on
the type of vacation plan.

Under accrual plans where, for ex-
ample, one day’s vacation is earned
for each month of service or for a
certain number of hours’ work, then
prorated payments are the general
rule. Under plans where vacation
time is not directly tied to hours
worked, the tendency is more to give
departing employees the same vaca-
tion check given others who do not
leave. Under a few plans, departing
employees are paid for all of the cur-
rent year’s unused vacation plus a
prorated part of the following year’s.
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A few firms distinguish between
salaried and hourly employees because
the two groups function under differ-
ent vacation systems. Several of these
give salaried personne] a full vacation
paycheck, hourly employees a pro-
rated one.

No allowance—Less than 10 percent
of the companies (42) say they do not
give vacation allowances upon depar-
ture for military service. Several of
these note that vacation credits
earned in the year of departure will
be carried over and counted toward
the serviceman’s vacation in the year
he returns.

Some 3 percent of the questionnaire
replies say that management has not
yet decided whether to give vacation
payvments.

Vacation Pay on Departure

Give vacation pay............... 424
Prorated pay ........... 231
“Fall” pay ..o 176
Prorated and/or full pay 42

Do not give vacation pay........ 42

Undecided ...................... 16

No information ................. 18

OTHER BENEFITS ON DEPARTURE

A dozen companies report that they
are undecided on, and still thinking
over, possible departure benefits other
than bonuses and vacation payments.

One company, an Eastern public
utility, allows employees five days off
with pay before they are required to
report for military service, so that they
may settle their personal affairs with
greater convenience. However, if the
employee is owed some vacation time,
the five-day grant is deducted from
that time.

Several companies note that they
intend to pay to employees who leave
fcr service during the year a prorated
share of their normal year-end or
Christmas bonus. The Eastman Kodak
Co. says that it will pay a full share
under its “wage dividend” plan to de-
parting employees, regardless of when
they leave, if they have at least three
months’ company service.

Paid Time for Induction Examina-
tion—On a related problem, a glass
manufacturer points out that it “con-

tinues pay up to a week for people
who report for military service and
then are rejected for physical reasons.”
And several others note similarly that
they allow paid time off, usually a
day, for required Selective Service
physical examinations.

Benefits While in Service
GROUP INSURANCE PLANS

Some form of group insurance plan
is in operation at 474 of the 500 com-
panies surveyed.

Only about 10 percent of these com-
panies (44 of 474), however, will con-
tinue to cover employees who are in
military service. Most companies,
about 84 percent (398 of 474), will dis-
continue coverage for servicemen
within six months of their departure
for service. Almost 7 percent (32 of
474) of the companies have not yet
made up their mind whether to con-
tinue coverage.

The RCA Victor Division of the
Radio Corporation of America says it
will continue life insurance coverage
only for employees who are ineligible
for the Government’s National Service
Life Insurance, such as those in the
merchant marine. It will do so, it
says, on the same basis that it con-
tributes for the NSLI for employees
in military service, that is, for one
year.

When Cancellation Takes Place—
Most companies with insurance plans
(270) drop coverage for servicemen
within one month or less, as against
somewhat over 100 which wait from
60 days to six months before can-
celing coverage.

Hospitalization and surgical cover-
age are of course invariably discon-
timied, generally immediately after
the servicemen leave or within a
month, because they receive such pro-
tection from the government while
in service. The feature of group in-
surance which is occasionally contin-
ued for servicemen is life insurance.

Even if life insurance is cancelled,
there is under the terms of typical
policies an extended period of cover-
age, normally 30 days, during which
beneficiaries remain eligible for pay-
ment if the employee should die,
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Prevalence of Group Insurance Plans

Companies with no plan
Companies with plan ............

Contributory plan ....... 292
Noncontributory plan ... 121
Both types or combination
of each ............... 61
When Group Insurance Is Discon-
tinued for Servicemen
Number of plans discontinued ... 398
1 monthorless .......... 270
60 days ......c.iiiiiennnn 18
90 days ...vieiiininannnn 53
120 days ..cvvviieiacenans 24
6 months ............... 5
No information ......... 21
Other ...........c.cevuns 7

Group Insurance Coverage for
Servicemen

Number of plans ...............
Continued for servicemen

for more than 6 months 44
Discontinued in 6 months

orless ................ 398
Undecided on continua-
tion ................... 32

Contributory Plans—Of the 292 com-
panies with contributory insurance
plans, 252 discontinue them for serv-
icemen within six months or less after
they leave, 27 keep them in effect, and
13 have not yet decided.

Cancellation generally takes place
in about one month or less—30 to 31
days, “immediately,” “upon induc-
tion,” or some similarly short period.
This is true at 167 of the 252 firms
which drop the coverage.

The next most common practice
is to continue insurance for some
90 days after departure. This is done
at 33 companies.

The 5 companies listed as “other”
in the following table report these
practices:

(1) Two say they will continue life
insurance until government life in-
surance becomes effective.

(2) A steel products company con-
tinues coverage from 30 days to one
year, depending on the employee’s
length of service.

(3) Another company continues it
for 30 days, but will extend the period
to 90 days upon a specific request
from the employee.

(4) A public utility continues the
insurance until the end of its insur-
ance year.

Practice differs on who pays the
premiums during the period between
departure and cancellation, but a
number of companies report that they
pay the entire bill for such time, even
though their plan normally requires
employee contributions. A few, how-
ever, require the employee to main-
tain his normal contributions, or even
to pay all costs, if he wishes the in-
surance continued for any period at
all.

When Contributory Insurance Cover-
age Is Discontinued

Number of contributory plans .... 292
1 month or less ......... 167
60 days ........... vesees 13
90 days ........ ceeseeee. 33
120 days ...... tevesesess 16
6 months ....... [ 3
No information ......... 15
Other ........covvvvvnnn. 5

Financing of econtinued coverage, in
the case of the 27 companies with
contributory plans which continue to
cover servicemen, is handled entirely
by management in 17 instances. That
is, management pays both its own and
the employees’ usual contributions.

Four others continue the regular
contributory arrangement, requiring
the serviceman to contribute the nor-
mal employee share. The remaining
6 withdraw their contributions alto-
gether, requiring the employee to pay
all the premiums if he wishes to re-
tain the group coverage.

Financing of Continued Coverage

Number of contributory insurance
plans continued for servicemen.. 27

Financed by employee
alone ..................

Financed by management
alone .................. 17

Financed jointly ..... oo 4
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Noncontributory Plans—The picture
on continued coverage is much the
same among noncontributory plans.
Of the 121 such plans, 96 are dis-
continued for servicemen within six
months after they enter service, com-
pared to only 12 which are continued;
there are 13 companies which have not
yet come to a decision.

The pattern on cancellation is also
predominantly one month or less. A
total of 66 of the 96 companies which
discontinue coverage do so within this
period; 14 others discontinue it after
three months. One, listed as “other”
below, says it will discontinue its
coverage as its insurance company
requires.

When Noncontributory Insurance
Coverage Is Discontinued

Number of noncontributory plans.. 121

1 month or less......... . 66
60 days ........ cesesenn 2
90 dayS ...eeevenccccecss 14
120 days ..vceeevennnense T
6 months ..... . |
No information ...... P |
Other .......... R |

Financing of noncontributory plans
which remain in effect generally con-
tinues to be handled entirely by the
company, except in three instances.
Those three firms say they will allow
the serviceman to remain in the group
insurance plan only if he takes over
the entire expense himself.

Contributory and Noncontributory
Plans—There are in the survey 61
companies which have both contribu-
tory and noncontributory plans or
plans which combine both contribu-
tory and noncontributory features.
Fifty of these discontinue the insur-
ance for servicemen, as against 5 who
continue to carry it, and 6 who are
still undecided.

The company cited as “other’” nor-
mally discontinues insurance after one
month, but if the serviceman wishes
to pay all the costs, he may continue
his membership in the plan for six
months.

When Noncontributory Plus
Contributory Insurance
Is Discontinued

Number of companies with non-
contributory and contributory

plans ... i 61

1 month or less ..... eee. 3T

60 dAYS veverveccnncoanns 3

90 dayS ....ccccvecnnecas 6

120 daysS civveveienoncnns 1

6 months ............ . 1
No information .......... 1
Other ............. R |

SERVICE LIFE INSURANCE

About 7 percent of the companies
(35 of 500) contribute toward the cost
of National Service Life Insurance for
employees in service. Almost 2 per-
cent (9) say they are undecided.

One company, the Texas Gas Trans-
mission Corp., points out that it will
pay for such insurance if its private
insurance company will not permit it
to continue coverage of servicemen
under its group plan.

Period of Contributions — Most of
these companies, 22 of the 35, say they
will make such contributions for as
long as the employee remains in serv-
ice. Eight others say they will do so
for one year, although at least one
says it will then consider renewal of
contributions for an additional year.
Two set a five-year maximum on their
contributions. One simply gives the
employee a $20 sum to use for life
insurance purposes. The remaining
two do not explain their practice.

Amount of Insurance — The most
common practice is to help employees
finance as much National Service Life
Insurance as the amount of insurance
they held in the company’s group
plan. This is done by 22 of the 35
companies.

Four will contribute for up to $10,000
worth of insurance, the maximum per-
mitted the serviceman under NSLI.
One provides up to $5,000, another to
$1,500, two to $1,000. Another fixes a
maximum of $3,000, but with the exact
amount varying according to the em-
ployee’s pay rate and length of service.
Still another company contributes the
amount of money it usually pays as
its share under its group plan. The
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remainder do not specify how much
they help purchase.

BENEFIT PLANS FOR DEPENDENTS

A total of 370 of the companies re-
port that they have some benefits
plan in effect for dependents of em-
ployees, although a number note spe-
cifically that such plans are paid for
entirely by the employee. Most of
these plans are for hospitalization and
surgical expenses.

Of the 370, the survey shows that
207 will discontinue the dependent’s
insurance when the employee enters
service, compared to 109 which con-
tinue it. Another 52 say they are un-
decided, and 2 do not answer.

Many which discontinue the de-
pendents’ insurance do not do so im-
mediately, but continue it in effect
for some short period, ordinarily one
to three months. Under the terms
of many hospitalization and surgical
plans, of couise, the family remains
eligible for benefits in maternity cases
which arise within nine months from
the time coverage is dropped.

Of the companies which say they
continue family coverage, a number
require the serviceman to pay all the
expenses. On the other hand, there
are some instances where the company
not only continues to pay its usual
share of the costs, but pays the service-
man’s portion as well. And in at
least two cases, a plan which ordi-
narily is financed solely by employees
is, in the case of servicemen, paid for
entirely by management.

Six of the plans which are continued
are Kept in effect for only one year.

Two companies report that they do
not now have an insurance plan for
employee dependents, but are consid-
ering introduction of such coverage,
particularly for servicemen’s families.

PENSION PLANS

A total of 358 of the 500 companies
have a pension plan, although some
plans are limited to only one employee
group, such as salaried employees.
The plans are almost equally divided
between noncontributory and con-
tributory ones, with a number com-
bining both contributory and non-
contributory features.

A large proportion, about 75 percent
(287 of 358), credit time spent in serv-
ice toward employees’ pensions. Only
about 16 percent (59 of 358) do not
give such credit.

Prevalence of Pension Plans

Companies with no pension plan.. 142
Companies with pension plan.... 358

Contributory plan ...... 156

Noncontributory plan.... 168

Both types or combination
ofeach ................ 34

Pension Credit for Time in Military
Service

Number of plans ................
Credit for service time ..
No credit for service time 59
Undecided .............. 27
No information

Centributory Plans—Of the 156 con-
tributory pension plans, 114 allow em-
ployees credit for their time in serv-
ice in computing the amount of pen-
sion. This is in contrast to 26 which
do not credit service time.

The grant of credit is conditional in
some, however, upon the employee’s
payment of his normal contributions
for the period in military service.

Pension Credit for Service Time—Con-
tributory Plans

Number of contributory plans.... 156
Credit for service time ... 114
No credit for service time. 26
Undecided .............. 13
No information

Of the 114 which accept time in
service for pension credits, 35 provide
that management will make up all
contributions for the employee for the
period he is in service. Under some
of these plans, however, the company’s
contributions for the employee are not
made unless and until he returns from
service

A lesser number, 27, require the em-
ployee to continue contributions at the
usual rate if he wishes to have his
time in service counted in the calcula-
tion of his pension. Some of these
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defer the contributions until the em-
ployee returns from service, however,
at which time some gradual repay-
ment plan goes into effect so that the
employee may make up his payments
over a reasonable period.

Under 31 plans which grant credit,
contributions stop altogether while
the employee is away. The companies
with these plans do not explain how
financing for such time is arranged.

Another 18 plans have not yet had
their financing practices on this point
determined, although it has already
been decided that credit definitely
will be given for time in service.

Financing of Pensions for Time in
Military Service

Number of contributory pension
plans granting credit for service
time

Employee ccntinues contri-

butions ................ 27
Management makes up

contributions for em-

ployees ................. 35
Contributions stop ....... 31
Undecided .......... vee.. 18
No information ........... 3

Noncontributory Plans—Of the 168
noncontributory plans, 129 count time
in service in computing pensions, as
against 25 which do not, and 12 which
are at present undecided on this point.

Pension Credit for Service Time—
Noncontributory Plans

Number of noncontributory plans 168
Credit for service time... 129
No credit for service time 25
Undecided .............. 12

Noncontributory and Contributory
Plans—Some companies have a non-
contributory pension plan for one
group of employees and a contributory
one for another group, while several
others have plans which combine non-
contributory and contributory fea-
tures. There are 34 such companies
in this survey.

Of these, 24 report that they will
count military service in determining

the employee’s pension, 8 say they
will not, and 2 are undecided.

Pension Credit for Service Time—
Noncontributory plus Con-
tributory Plans

MNumber of companies with non-
contributory and contributory

plans ........... ... .. .. ..., 34
Credit for service time.... 24
No credit for service time.. 8
Undecided ............. L. 2

OTHER BENEFITS

A Christmas gift of some sort is
given employees in service, some 6
percent of the companies note (29
of 500). It is likely, however, that
there are many others which have a
Christmas-gift practice but neglected
to note it in their questionnaire re-
plies.

The gift, among those which give
cash, generally ranges from $10 to
$25. Some send assorted Christmas
“packages.” One company reports
that its employees in service are sent
gifts and cash raised by voluntary
employee contributions.

Cash gifts of another sort are pre-
sented by an insurance company to
each serviceman, on his employment
anniversary date, in a sum of $25 for
single employees, $50 for married ones.

Discounts or special privileges ordi-
narily extended to employee families
are often continued, some companies
point out. This applies on such items
as purchase discounts, reductions on
electric or telephone bills, use of com-
pany homes, etc.

Similarly, a few firms note specifi-
cally that servicemen are allowed to
continue in employee stock purchase,
investment. or “thrift” plans, and one
notes that servicemen continue to
participate fully in its profit-sharing
system.

One unusual practice finds a chemi-
cal producer supplying servicemen
with a free subscription to the town’s
newspaper.

Reinstatement of Veterans

Time Limit on Reinstatement Ap-
plication — The present law requires
that returning veterans be reinstated
to their old job or one equivalent to
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it in seniority, status, and pay. The
veteran must present his claim for
the job in 90 days after discharge
froin service, however. A longer pe-
riod is permitted only for those hos-
pitalized at the time of discharge;
they have unti] 90 dayvs after release
from the hospital, provided the hos-
pitalization does not run longer than
one year.

The overwhelming majority of com-
panies abide by this 90-day standard
as their general rule. But several
dozen note specifically that they are
willing to extend this period in indi-
vidual cases if they believe extension
is warranted. Each such case will be
examined separately, they say, with
an exitension granted “wholly at the
discreticn of the company,” based on
its judgment of whether the reason
for the delay is justifiable.

A longer period as a regular policy
is reported by only 7 employers. Two
allow 120 days for reinstatement ap-
plications, 1 permits 150 days, 3 per-
mit six months, and the other allows
one year.

Eleven companies report that they
are now formulating policy on this
matter.

Extra Seniority Credit—Three per-
cent of the companies (15 of 500) re-
port that they give returning veterans
more seniority credit than required
by law. The law requires that veter-
ans be rehired “without loss of sen-
iority.”

Fourteen c¢f the 15 which say they
award extra seniority do not explain
what this extra grant consists of. The
one which describes its plan says it
gives veterans an additional one
month’s seniority credit for each three
months in service.

Two percent (10) say they are un-
decided at this time whether they
will give such a special seniority grant
beyond the legal obligation to return-
ing veterans.

Leave of Absence Upon Return—
Many veterans returning tc their jobs
after World War II sought leaves of
absence before or shortly after they
resumed work—sometimes for special
personal reasons, often for recupera-
ticn, or for further education with G.I.
Bill benefits.

Today, almost 50 percent of the
companies (244) say they would in
various circumstances approve such
leave requests, although many cite
specific limits on the type and length
of such leave.

A largé number of these coinpanies
apparently have no detailed policy,
but rather consider each case sepa-
rately. Some say they will give leave
only where it is necessary for con-
valescence. One declares that “if em-
ployee is dismissed from military serv-
ice but is unable to work due to sick-
ness or injury disability, he will be
paid for absence under the company’s
sickness disability payment plan.”

Several say they allow leave only
for educational purposes. A few which
give educational leave limit it to in-
stances where the scheoling is in some
way connected with the employee’s
work.

A number note that they will grant
leave only if it is requested within
a few months of return from service.
Several firms say they will allow veter-
ans leave upon a “reascnable request”
presented before the 80-day period for
reinstatement applicationsis ex-
hausted. In certain other instances,
leave specifically is restricted to some
period as short as 30 or 60 days.

About 34 percent of the companies
(171 of 500) say it is not their policy
to give leave to returning veterans,
but a number of these point cut that
they might make exceptions in un-
usual or particularly worthy cases.

Some 16 percent (80) say they have
not decided on a formal policy. A
total of 7 companies did not answer
this question.

Vacation in Year of Return—From
comments submitted by different com-
panies. it is apparent that vacation
practice for returning veterans varies
widely according to the nature of the
particular vacation plan. But, in gen-
eral, more than 25 percent of the com-
panies indicate that they relax normal
vacation eligibility standards in some
way for returning servicemen.

Many note specifically that return-
ing veterans are given a vacation just
as if they had been at work all year.
The Warner Co., for example, says
that “we give full year’s vacation—



Bonus Policies

Of the panies granting equi pay for specified period, 72 give
@ uniform bonus to all employees, with the following breakdown on
amount of pay:

1 week’s pay
2 weeks’ pay
1 month’s pay ...
2 months’ pay ...

About 50 percent of these require @ minimum period of service rang-
ing from six months to one year.
A total of 41 plans vary the bonus according to employees’ service,
with the minimum and maximum bonus as follows:
Minimum bonus Maximum bonus

Less than 1 week’s pay 2 2 weeks’ pay ...

1 week’s pay .. . 18 1 month’s pay ...

2 weeks’ pay . . 14 2 months’ pay

1 month’s pay 3 3 months’ pay ...

No information .......... & No information .......... 1

The bonuses are scaled according to a wide variety of formulas, but
the most common are those that give one or two weeks’' pay after
six months and two weeks’ or a month’s pay after a year.

There are two companies which vary the bonus according to whether
or not the departing employee has dependents, while one company
ties its bonus to employee earnings with a maximum bonus of one
month’s pay for the highest-paid employees.

Of the 10 companies which give a fixed sum as a bonus, 3 give
all departing employees $100, and one gives $50. Four cthers tie
the amount to length of service. Thus, one gives $25 to three-
month employees, with an additional $25 for each additional three
months’ service to @ maximum of $100 after a year's service. A
second pays $75 to three-month employees, $150 to y em-
ployees, $225 to two-year people, and a top of $300 to employees
with five years of service. A third company gives $25 to those with
one year’s service, $50 to those with five years’ or more. The fourth
company does not describe its system. The remaining two companies
make provisions for increased b for employ with depend
ents. One gives employees a $100 bonus, but boosts it to $200 if
they have dependents. The second company gives $150 to single
employees, $250 to married ones.

Of the 16 companies making up the difference between the employee’s
military pay and his company pay for a short period, six companies
continue the policy for one month, and six others continve it for
three months. In the other 4 cases the period of payment depends
on the employee’s length of service. Two of them provide make-up
pay for a month for those with six months’ service, and for tweo
months for employees with @ year or more. A third grants two weeks’

ke-up pay to all employees with less than a year's service, and 13
weeks’ for a year or more, The fourth provides make-up installments
on the following scale: half a month for less than a year's service;
one month for one year, twé for two, and three months for three
years’ service.

Data gathered through @ survey conducted by The Burecu of National Affairs, Ing.

Give No Explanation
of Bonus Policy

116 (23%)
Give Equivalent Pay
For Specified Period

\

\

Continuing Pay for Servicemen

Almost 5 percent of the panies (23), principally in petrol and
related industries, report that they ryular pay of
some sort fo servicemen beyond their first three months in service.
However, half do to only if the servi hos depend :

MILITARY LEAVE PROVISIONS

Policies and Practices of 500 Companies

Who Is Covered

44
o
\ c&/%/

Merchant Marine

United Nations
or Allied Armed Forles

» Civilian War Relief Services
(such as Red Cross) ﬁ

Yes

Employees In Temporary
Positions

Probationary Employees .

The current draft law does not provide resm-

& ployment rights for employees who enlist in the

Merchant Marine, United Nations, Allied Armed
Undecided

Forces, or the civilian war relief services, such as

Other

the Red Cross. H er, many

extend their military leave provisions to such
employees not directly entering United States
armed services. Some compunies state that they

extonded leave to employ in such org

tions in World War 1), and would probably do so
Undecided Other again in the event of an actual declaration of
Ty 3% war, Others point out that they have not yet
470 ol considered this problem; while a few grant leave

but do not guarantee reemployment rights,

Undecided
Other The current draft law does not require re.
3°/° employment of employees who left temporary
o,
11 % positions to enter armed forces. There is somo

dispute whether probationary employees must
be rehired; the Bureau of Veterans Reemploy~
ment Rights of the Labor Department has said
< that such employees are covered by the law,
but one Federal Court has ruled that they are

Undecided Other
4% 6%

not, The latter opinion was in a case growing

out of the World War Il 'laws.

Vacation Pay
Upon ' Entry Into Service

In general, it appears that the common prac.

Undecided Qther
5%

fice is to give departing employees pay for une

vsed vacations. Whether the pay is for a full

year's vacation or only prorated according 1o

the part of the year worked depends in part
Vacation PQY on the type of vacation plan. Of the 10 percent
of companies that don‘t pay any vacation allow=
ance when the employee enters the service, seve

eral state that unpaid vacation credits wiil be

Undecided  Other
4%

paid the employee as part of his vacation in

the year he returns

3%

Copyright 1950 by The Bureaw of National Affairs, Inc.
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even if they return last month of
year.” Others provide that returning
veterans need work conly a limited
period in the year of their return—
less than the usual requirement—to
become eligible for a vacation.

Special Promotion Policy—The law
requires that a veteran be reinstated
to his former job or an equivalent
one. Well over 80 percent of the com-
panies say they have no special pro-
motion system for reinstated veterans,
but a few—in the neighborhood of
5 percent—say they make specific ef-
forts to place veterans at higher jobs
than the ones they are legally en-
titled . to.

These efforts vary, often because of
the type of work involved. Where re-
turning employees may be too rusty
to handle even their former jobs com-
petently, promotions to more responsi-
ble jobs may understandably come
very slowly.

Several companies declare that vet-
erans are entitled to and will be given
the job their substitutes have reached,
or the job they in all likelihood would
have had if they had not left for
service, provided they are qualified
for such job. A few say employees
will be considered for such higher
jobs. The Consolidated Edison Co: of
New York reports that “each rein-
stated veteran’s case is reviewed with-
in 3 months of reinstatement for con-
sideration for merit increases or pro-
motions which he might have been
eligible for if he had not been away
on military leave.”

A petroleum company says that it
gives veterans preference when pro-
motion opportunities arise, but does
not initially place them in higher
jobs.

A few companies emphasize train-
ing programs and refresher courses
to enable the veterans to progress as
rapidly as their seniority standing will
permit them. The Portland Gas &
Coke Co., for one, says: “We give
them immediate opportunity to train
for the advanced job they would have
held had they not entered service.”
A large paper company says that “if
a promotion is due, [wel give special
training to permit early qualification.”

The Eastman Kodak Co. mentions
that it makes “every effort to recog-

nize new skills and abilities which a
person may have acquired in service.”
The Whitehead Bros. Rubber Co sim-
ilarly notes that ‘“in some instances
where a veteran has acquired addi-
tional skill, poise, educational back-
ground and the like, he may be trans-
ferred from one division to another,
such as from the manufacturing di-
vision to the sales division or finan-
cial division. This happened in many
cases after World War II.”

Bonus on Return—It is not known
how many companies do so, but at
least two report that they give a
bonus payment to returning veterans.
One pharmaceutical firm gives each
such veteran a half-month’s pay.
The other, a chemical company, hands
out a half-month’s pay to those who
had six months’ service when they
left for the armed forces and a full
month’s pay to those who were with
the company for one year before they
left.

Other Military-Leave Policies

Contact with Servicemen—More than
60 percent of the companies (312 of
500) report that they maintain regu-
lar contact with employees in service.
Slightly more than 25 percent (138)
do not continue regular contact, al-
though some do so ab irregular inter-
vals with at least certain employees.
The other companies (41) say they
have not decided whether or not to
maintain contact.

Of those which maintain contact,
more than half do not explain how
they do so. The most common prac-
tice appears to be continued mailing
of the company’s employee publica-
tions; some 95 companies say they
do this. About 65 say they maintain
correspondence; in some instances
there is just a regular letter from the
personnel department or some com-
pany official, but at some plants su-
pervisors carry on a more personal
correspondence on a departmental
basis. One company promotes round-
robin letters among employees, and
some say they encourage servicemen
to write back regularly.

Among other types of things sent
servicemen are (1) Christmas and
other holiday greetings and gifts,
(2) the company’s annual report, (3)
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birthday cards, and (4) playing cards,
cigarettes, games, and other gift pack-
ages.

Privileges for Nonemployee Veterans
—Almost 10 per cent of companies
(47) say they give some special priv-
ileges to veterans who were not their
employees. Another 2 percent (12)
indicate that they are undecided.

Thirteen of the 47 companies say
they give hiring preference to veter-
ans. Four give extra seniority credit
to those who are hired; one explains
that it gives such credit at the rate
of one month for every three months
in military service. The Western
Electric Co. says it makes allowance
for the veteran’s military service in de-
termining his rate of pay.

The remaining 29 do not explain
what privilege they extend to the non-
employee veterans.

Veterans’ Counselor —The over
whelming majority of companies do
not at this time have a separate vet-
erans’ counselor or office. Except for
the very largest companies, there is
not encugh need for a separate man
or department entirely for veterans’
problems.

Usually, however, there appears to
be one person in the personnel or in-
dustrial relations office who special-
izes on such matters.

A number of companies which had
separate veterans’ counsellors after
World War II say they no longer have
them, but would appoint such men
again if the need develops.

STATUS OF REPLACEMENTS
SERVICEMEN

Practice appears fairly evenly di-
vided on whether employees hired to
take the jobs of men in service are
considered temporary employees, with
a slightly larger number of companies
considering them as regulars rather
than temporaries.

Specifically, some 48 percent of the
companies (238) do not consider re-
placements as temporary, while 42
percent (210) do.

The five companies listed as “other”
include four which say that only em-
ployees on certain jobs are considered
temporary and one which declares
that salaried replacements are viewed
as temporary but hourly ones are not.

FOR

Status of Replacements

Number of companies ..........
Considered temporary

employees ............. 210
Not considered temporary

employees ............ 238
Undecided ........ .e . 35
No information .......... 12
Other ..........coeuunen . 5

Absorbing Replacements — Signifi-
cantly, several companies cite their
experience after World War II to ex-
plain why they do not consider re-
placements as temporary. For ex-
ample, the Ohio-Ferro Alloys Corp.
says that its “experience has been
that turnover permits return of vet-
erans without laying off of any
employee.”

Similarly, the Northeast Mutual
Life Insurance Co. reports that, “with
normal growth of the company, we
have and expect to be able to absorb
employes hired during absence of serv-
icemen. * * * Policy worked success=-
fully (with normal turnover) in World
War IL.”

A large Southern textile manufac-
turer explains that “except for super-
visory or key personnel we do not
consider replacements temporary [be-
cause] the feeling is that seniority will
straighten the matter out if necessary.
* * * Tt was our experience during the
last war that we could absorb return-
ing vets with little or no layoff, as
there are many jobs in most [of our]
classifications.”

“If two or more employees leave the
same job for military service,” writes
a Midwestern public utility, “the one
who left first has prior right of re-
employment. However, normal turn-
over, etc., and liberal company policy
have permitted absorption of employ-
ees who might otherwise have been
considered ‘temporary’. This practice
may change, depending upon circum-
stances.”

Job Rights of Replacements—Even
though they are not considered tem-
porary, replacements often are told
specifically that the particular job
they are on belongs to the veteran if
he returns.
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The Ensign-Bickford Co. notes sim-
ply that “new hires are advised that
returning servicemen may replace
them, but their status is not formally
defined as temporary.”

Several companies inform them that
even though they are subject to dis-
placement, some other job will in all
likelihood be found for them. The
Florida Power Corp., for instance,
says: “We tell them that they are
replacements but point out that their
chances of continuing are good.”

Under many seniority systems, of
course, it is the newest hires, and not
necessarily the military replacements,
who are laid off when the veterans
return. A cement manufacturer com-
ments: “We operate on a plantwide
seniority plan and, when the employee
returns from service, it is the man
with the least seniority that is
dropped.”

Dealings with Unions — Almost 60
percent of the companies in this survey

(291 of 500) report that they deal with
a union or unions on one or more
phases of military leave pclicy. A
number explain, however, that nego-
tiations generally are confined to only
a few matters or to “policy in general.”
Grants of certain benefits have been
made, they say, without direct negoti-
ations, although such grants appar-
ently are explained to the union and
are put into effect with its approval.

Some 40 percent (201 of 500) say
they have not dealt with unions on
their military leave policies.

The remaining companies (8 of 500)
did not answer on this point.

Informing Replacements of Tempo-
rary Status—Almost all of the 210
companies which consider replace-
ments temporary make a point of tell-
ing them so. Only 10 of the 210 do
not, and one is undecided. One other
says it “tries to”; another says it does
“in some cases.”

Text of Military Leave Policies

The following policies have been selected for reproduction in text
as examples of the types of statements now being issued by many

companies.

ACME STEEL COMPANY
Chicago, Il

The following paragraphs constitute
Acme Steel’s military leave of absence
policy. This policy, with any neces-
sary amplifications, will be incorpo-
rated into the Company’s Supervisory
Manuals in the near future.

1. Employees, other than probation-
ary employees, entering the armed
forces (Army, Navy, Marine Corps,
Coast Guard, Air Force, Merchant
Marine—including Maritime Service)
shall have re-employment rights as
specified herein provided in case of
enlistment that such enlistment is for
not more than 3 years (including any
extension by law but not including
any voluntary extension).

2. All employees except probationary
employees leaving the Company to be-
come members of the armed forces
are to be cleared through the Per-

sonnel Department where Form 481,
Military Leave of Absence Record, will
be processed.

3. All employees except probationary
employees who leave Company em-
ployment to enter one of the services
mentioned in paragraph 1 shall be
accorded re-employment rights pro-
vided they report to the Company
ready for work within 90 days from
date of discharge from the service,
present satisfactory discharge papers,
and are able to meet the minimum
physical requirements for the job
available or for the job that the
Company may be able to adjust to
meet the employee’s impairment.

4. Such reinstated employees will be
credited pensionable service for the
period of his service in the armed
forces and for the period between dis-
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charge from the armed service and re-
employment by the Company. The
continuous service of such employees
is not considered broken provided
they meet the above requirements.

5. An employee other than a pro-
bationary employee leaving the Com-
pany’s employment to enter one of the
armed forces mentioned in paragraph
1 will be permitted to carry his group
life insurance at Company expense
for a period of 60 days subsequent to
the last day of the month in which he
left Company employment to enter
the armed services. This 60-day ex-
tension is to enable the employee to
apply for national service life insur-
ance.

6. Probationary employes entering
one of the armed forces mentioned in
paragraph 1 shall be given considera-
tion for re-employment prior to em-
ploying any individuals that have
never worked for the Acme Steel Com-
pany providing they make application
for employment within 90 days from
date of discharge, provide satisfactory
discharge papers, and meet the mini-
mum physical requirements. Proba-
tionary employes, however, will not
have any prior service credit but will

start as new employes of the Com-
pany.

7. An employe who leaves Company
employment to enter one of the serv-
ices mentioned in paragraph 1 who
is eligible for a vacation and who has
not received a vacation in the calen-
dar year shall be granted vacation
pay calculated as though the vaca-
tion began immediately following the
last day worked and such vacation
pay shall be paid him at the time
he leaves Company employmsant for
entrance into the armed ferces. In
computing vacation eligibility, an em-
ploye shall not be credited with ac-
tive employment beyond the last day
worked.

8. At the time of leaving Company
employment to enter the services men-
tioned in paragraph 1, hourly em-
ployes will be paid through the last
day worked. Salaried employes will
be paid through their regular pay pe-
riod.

9. Reinstatement of employes dis-
charged from an armed service who
meet the above requirements should
be made in accordance with the policy
governing veterans re - employment
which will be set forth in the Supervi-
sory Manuals.

PACIFIC POWER & LIGHT COMPANY
Portland, Ore.

RIGHTS AND PRIVILEGES OF
EMPLOYEES ENTERING
MILITARY SERVICE

Reemployment

Employees who leave their jobs to
enter service in the armed forces will
have the reemployment rights pro-
vided by federal statutes, which may
be summarized as follows:

Any person who returns from duty
with the armed forces, and is physi-
cally qualified to perform the duties of
his former position, and makes appli-
cation for resumption of employment
within the time specified (now 90
days), upon presentation of a certifi-
cate from the proper authority show-
ing satisfactory completion of his per-
iod of service or training, will be

restored to his former position, or to
a position of like seniority, status, and
pay, unless circumstances have so
changed as to make such restoration
impossible or unreasonable. All such
employees will be treated in the mean-
time as on leaves of absence.

Vacations

Each employee, upon leaving his
job to enter military service, will re-
ceive regular pay for all vacation
time credits then accrued in his favor.
Upon his resuming work for the Com-
pany, within the time specified under
the heading “Reemployment” above,
he will receive in the year of such
reemployment a vacation equivalent
to what he would have received had
he been employed throughout the
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preceding year, and all time spent in
military service will be considered
‘“continuous service” toward accumu-
lating the fifteen years’ service eligi-
bility for three-week vacations.

Group Life Insurance

Until otherwise required by the in-
surance company which carries our
group insurance, the group life insur-
ance of all employees entering mili-
tary service will be continued in force
during such absence for a maximum
period of one year; and so long as the
insurance company permits the group
insurance to be continued at existing
premium rates during such absence,
the Company will pay the full pre-
mium cost for such employees. If,
however, the insurance company finds
it necessary to increase the premium
rate to cover the war risk for employ-
ees in military service, the Company
will immediately notify the men af-
fected and will continue the group in-
surance coverage for a period of sixty
days following the date of notice, pay-
ing the full cost thereof, to afford the
employees so affected an opportunity
to arrange for the National Service
Life Insurance referred to below.

Upon reemployment by this Com-
pany under the conditions outlined
above, each employee will be rein-
stated in the group insurance schedule
with full recognition of his time in
military service, as though he had
been working for the Company with-
out such interruption.

National Service Life Insurance

The National Service Life Insurance
Act makes life insurance available to
individuals in military service who
make application for such insurance
within the first 120 days after entering
into service. That insurance is pro-
vided without extra premium for the
war risk, and includes provisions for
waiver of premium after six months
of total disability. The amount of
such insurance available is $10,000 to
each man, and the rate at which it
can be obtained makes it very attrac-
tive. We recommend that every em-
ployee make arrangements to cbtain
this protection immediately upon
entering military service.

Retirement Plan

Under the Company’s Retirement
Plan, time spent in military service
will be considered as years of “qualify-
ing” service, and will not break an
employee’s continuous employment, if
he returns to work for the Company
within six months after leaving mili-
tary service; but the time of such
absence on military leave is not in-
cluded in “Accredited Years of
Service”.

Disability Benefit Plan

For purposes of the Company’s Dis-
ability Plan, all time spent in the
armed forces will be considered con-
tinuous service for the accrual of ac-
cumulated disability leave credits.
Hence, if an employee spends three
years in the armed forces, eighteen
days’ disability leave will accrue to
his credit for such service.

Discounts on Electric Service

The customary discount allowed
members of the organization on their
monthly electric service bills will be
continued to their dependents while
the members are engaged in military
service.

Medical and Hospital Coverage

Medical and hospital insurance or
coverage on dependents of employees
under the several plans available
through the Company (Oregon Physi-
cans’ Service, National Hospital As-
scciation, Industrial Hospital Associ-
ation, etc.) may be continued by regu-
lar payments of the applicable
monthly fee in advance to the Com-
pany, at the office of the district man-
ager, or at the treasurer’s office in
Portland.

Temporary Substitute Employment

Individuals employed to fill tempo-
rary vacancies caused by inductions
into military service will be employed
as temporary replacements only, sub-
ject to the condition that their hold-
ing of such jobs is‘terminable upon
the return to work of the present job
holders from military service as above
stated.

It is extremely important that each
member of the organization who
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enters military service informs the
Company’s Personnel Director of
changes in his service address, and of
the address of his family, so that fur-
ther communications of interest and
importance to such members may
reach them without delay.

Any changes required in any of the

foregoing, such as changes in govern-
ment regulations, or action by the in-
surance companies concerning group
insurance, will be announced imme-
diately to the organization. If you
have any questicns on these or allied
subjects, please ask your supervisor
or the Personnel Department.

CONNECTICUT GENERAL LIFE INSURANCE CO.

Hartford, Connecticut

(1) A military leave of absence will
be granted to any full-time salaried
employee who enters military service.
The following benefits will be extended
to expire 30 days after release from
military service or until such time as
return to Connecticut General serv-
ice could be reasonably expected,
whichever is earlier.

(2) The Company will continue in
force and pay full premiums on exist-
ing group life insurance up to an
amount of $5,000.

(3) Group hospital and surgical in-
surance will continue in force up to
the time of actual entering into mili-
tary service but not to exceed 31 days.
Group hospital and surgical insurance
in force for employees, dependents, in-
cluding any dependents in being, will
be continued at Company expense for
the duration of the leave of absence.

(4) The Company will continue its
own and the employees’ contributions
to the pension plan for the duration
of the military leave of absence. Such
contributions will be vested in the em-
ployee only upon completion of 10
years in the pension plan and upon
return to Connecticut General service
for a period of one year. In case of
total and permanent disability or
death in line of duty, the employee’s
share of such contributions will be
vested in the employee. If the em-
ployee reaches age 30 while in serv-
ice, the Company will set up a fund
covering contributions which will ap-

ply to the employee’s credit if and
when he returns to Company service.

(5) Accumulated vacation, earned
and service days will be paid.

(a) To assist our people to clear up
current bills, to meet the extra ex-
penses that arise in such a major
change and to lessen financial sacri-
fices, the Company will make a lump
sum salary payment as follows: 5 or
more years’ Company service, 3
months’ salary; 2 to 5 years’ Company
service, 2 months’ salary; 1 to 2 years’
Company service, 1 month’s salary;
less than a year’s Company service, a
half month’s salary.

(b) A family allowance will be paid
to those drafted or called into mili-
tary service who have had one year
or more Connecticut General service
and who have one or more dependent
children. One month’s advance sal-
ary will be paid. The Company will
pay the family 100 percent of any dif-
ference between total service pay with
allowances and salary up to $3,000 an-
nually. The Company will also pay
50 percent of any difference between
total service pay with allowances and
salary from $3,000 to $6,000. The
maximum service pay and Company
allowance would be $300 per month
for one child; $350 per month for two
children; and $375 per month for
three children.

If an employee selects alternative
(5b), he is not entitled to (5a). This
policy is subject to change at any
time.

WESTERN ELECTRIC COMPANY

1. Special Leave of Absence—Regu-
lar employees (but not casual labor
or employees on roll less than six

months who were hired as temporary
employees) who enter active duty in
the Armed Forces will be granted
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Special Leaves of Absence provided
such entry is within one month from
the date of leaving the Company and
the reason for leaving is solely due to
such entry. Such leaves shall cover
the period of necessary absence in the
Armed Forces from the date of entry
into active duty.

2. Service Credit for Time Absent—
Individuals on such Special Leaves
who are reemployed in the Company
in accordance with the requirements
of law will be allowed full credit in
term of employment under the Bene-
fit Plan for all such absence.

3. Eligibility to Benefits under the
Benefit Plan — Such Leaves will be
with eligibility to Death Benefits dur-
ing the period of military service and
with eligibility to Sickness Benefits
upon honorable discharge if the indi-
vidual is then incapacitated for work,
subject otherwise to the provisions of
the Benefit Plan. The Benefit Plan
provides, among cother things, that
payments will be for the excess above
those provided under Federal or State
Law.

4. Vacation Treatment — Employees
granted Special Leave who enter mili-
tary service before completing the
full vacation to which eligible for the
current year, will receive an allowance
in lieu of any such vacation still due.

5. Pay Treatment—

5.1 Employees with one year or more
term of employment on the date the
Special Leave of Absence begins will
receive the amount by which their
Company pay exceeds their Govern-
ment pay, the latter being computed
as of time of entry into active duty,
for a period not to exceed 13 weeks
of military service (3 months for
monthly rated employees).

5.2 Employees with less than one
year term of employment on the date
the Special Leave of Absence begins
will receive the amount by which their
Company pay exceeds their Govern-
ment pay, the latter being computed
as of time of entry into active duty,
for a period not to exceed 2 weeks of
military service.

5.3 “Government pay” is basic pay,
pay for special or hazardous duty and,
for those with dependents, the dif-

ference between quarters allowances
established for members of the uni-
formed services with dependents and
those established for members of the
uniformed services of equal rank with-
out dependents.

5.4 “Company pay” shall be com-
puted at “straight time” based on the
employee’s rate of pay and working
schedule in effect at time of leaving,
net to exceed 40 hours per week in-
cluding paid holidays, and excluding
“overtime.”

6. Payments on Behalf of Depend-
ents—

6.1 Following completion of the pay-
ments provided in paragraph 5.1
above, an employee on such leave of
absence having a term of employment
of one year or more at the time the
leave began and having a wife or de-
pendent children under eighteen
years of age and, in the case of a
female employee, having such depend-
ent children—such marriage or de-
pendency having existed for 3 months
or more immediately preceding the
date of entry into the Armed Forces—
will receive for a further period of 13
weeks (3 months) or for any shorter
period of such military service, the
amount by which Company pay ex-
ceeds Government pay, the latter,
however, computed as of the beginning
of such additional period.

6.2 An employee on such Leave of
Absence, having a term of employment
at the time the Leave began of one
year or more and having neither ga
wife nor children under 18 years of
age. but having other dependents—
such dependency having existed for 3
months or more immediately preced-
ing the date of entry into the Armed
Forces—may receive, upon submission
of evidence of dependency satisfactory
to the Company, special payments not
to exceed those provided in paragraph
6.1.

6.3 For the purpose of paragraphs
6.1 and 6.2, Government pay shall be
an amount computed in accordance
with paragraph 5.3 plus any other
family allowances provided by law.

7. Limitation of Payments—Pay-
ments outlined in above paragraphs
5.1, 5.2, 6.1 and 6.2 shall be made but
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once to an employee even though the
employee may be reemployed by the
Company on discharge from military
service under the 1948 Act as amended
and subsequently re-enter the Armed
Forces while such Act is in effect. If
at the time of re-entry, the employee

has any unused portion of his allow-
ance, it may be continued on the
original basis until the full amount
is used.

8. Reemployment—Veterans will be
reemployed in accordance with the
requirements of law.

JOHNSON & JOHNSON
New Brunswick, N. J.

I. General Policy

A. Provisions of this Standard Per-
sonnel Practice shall apply to all em-
ployees who are inducted into the
armed forces, as defined by current
law, subsequent to July 1, 1950.

B. Military leaves shall be granted
by the Company upon evidence that
the employee is to be inducted into
the armed forces.

C. This policy is not applicable to
those employees who are members of
a military reserve organization and
who are called to temporary active
duty for a training or refresher course
of limited and definite duration.

II. Exit Interview

A. All employees taking military
leave will be required to have a mili-
tary exit interview.

B. The exit interview will be con-
ducted by the Personnel Department
except that in the case of salesmen
theé District Manager will conduct the
exit interview.

C. In addition to the information
requested from the employee, the in-
terviewer will clearly inform the em-
ployee as to whether he is a temporary
or permanent employee. This infor-
mation will be recorded on the mili-
tary exit interview form. The em-
ployee will also be informed as to his
reinstatement rights and benefits
under existing laws and company
policy.

D. Temporary employees are those
who:

1. Have less than three months’
service with the Company as of the
date of beginning military leave, or

2. Are temporarily employed to fill
the position of an employee who has
entered the armed forces (and have
signed a waiver), or

3. Are employed for a specific, brief,
ron-recurring period (and have
signed a waiver).

IIL. Pre-induction Examinations and
Interviews

A. Employees will receive time off
with pay for pre-induction examina-
tions and/or interviews by informing
in advance his immediate supervisor
and the office maintaining his official
personnel records. (Personnel Dept.,
Controller’s Office, or Plant Manager’s
Office at Baby Products Plant.)

IV. Benefits During Military Leave of
Absence

A. Military Leave Payments

1. Salary employees with six months
to one year of service with the Com-
pany will receive one-quarter of a
month’s salary upon commencing mil-
itary leave. Wage employees with the
six months to one year of service will
receive 40 hours’ pay at average earn-
ings upon commencing military leave.

2. Salary employees with one or
more years of service with the Com-
pany will receive one-half of a
month’s salary upon commencing mil-
itary leave. Wage employees with one
or more years of service will receive
80 hours pay at average earnings upon
commencing military leave.

B. Vacation Payments

1. Employees who begin military
leave between January 1 and June
30 will be paid the full vacation pay-
ment to which they would be entitled
if they had worked until June 30.

2. Employees who begin military
leave between June 30 and January
1 will be paid earned vacation pay-
ments for the current vacation year—
such payment to be prorated, as speci-
fied in Standard Personnel Practice
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# 12, Sections I, P, 6 and II, F, 8.
The vacation year is from July 1 to
June 30th.

C. Holiday Pay i

1. Holiday pay will be paid to all
emrloyees on military leave providing
the holiday falls within the first two
weeks of such leave.

D. Seniority

1. Seniority rights of employees,
other than temporary, inducted into
the armed forces and entitled to re-
instatement under the Selective Serv-
lce Act shall be accumulated during
such leave.

E. Group Insurance

1. Group life insurance coverage
shall terminate two months after be-
ginning date of military leave.

2. Group insurance coverage other
than group life insurance shall ter-
minate one month after beginning
date of military leave.

F. Retirement Plan

1. In the event a member of the Re-
tirement Plan is granted a military
leave of absence, no contributions
shall be made by the member during
such leave of absence and no further
retirement income benefits shall ac-
crue to the member during such pe-

riod. If the member returns to ac-
tive employment, he may elect to make
up the contributions he would have
made during such period, such con-
tributions to be based on assumed
earnings as determined by the Com-
pany for such period. If the member
makes such an election he shall be en-
titled to future service benefits for
such period.

V. Reinstatement

A. Employees, other than tem-
porary, on military leave will upon
termination of military service be re-
instated in the Company if they:

1. Apply for their jobs within ninety
days after completion of military serv-
ice, and

2. Satisfy other current require-
ments as set forth in the Selective
Service Act.

B. Such employees if still qualified
to perform the duties of their former
position will be restored to a position
of like seniority, status, and pay.

C. Such employees will be entitled
to participate in insurance and other
benefits in accordance with the pro-
cedures and policies applicable to em-
ployees returning from any leave of
absence.

SOCONY-VACUUM OIL COMPANY, INC,

I. APPLICABILITY OF PLAN

It has long been the policy of the
Company to treat at least the first six
months of employment as temporary
or probationary. Therefore, six months
or more of continuous active regular
emplcyment with the Company im-
mediately prior to entering military
service is a condition of applicability.
Except as provided in Section V (b)
hereof this Plan applies to every em-
ployee with such employment service
who enters military service on or after
September 1, 1948.

For the purposes of this Plan the
term ‘“military service” shall include
both mandatory and volyntary serv-
ice, as hereinafter limited and defined,
in the Army, Navy, Marine Corps,
Ccast Guard, Air Forces or National
Guard.

Service will be considered manda-
tory and shall be covered by this Plan
if an employee is drafted or is a mem-
ber of a reserve unit or the National
Guard and is ordered into active train-
ing or service which he cannot de-
cline and still maintain his status in
the reserve unit or National Guard.

Voluntary service shall be covered
by this Plan only if it meets all of the
following conditions:

1. It is the first enlistment or mili-
tary service in the armed forces of the
United States which for the purposes
of this Plan include Army, Navy, Mar-
ine Corps, Coast Guard, Air Forces
or National Guard or their reserve
components.

2. The term of such voluntary serv-
ice is the minimum obtainable by the
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volunteer and in no event is to ex-
ceed three years.

3. The employee so volunteering is
of draft age and is liable for selective
service under the applicable laws and
regulations at the time of his entering
into voluntary service.

No benefits under this Plan shall be
granted or accrue in respect of any
employee who is severed from military
service under conditivns which are
other than honorable.

II. Termination and Revision of Plan

This Plan is subject to termination
or revision at any time without notice,
and any such termination or revision
shall be effective as to all employees
whether or not then covered by this
Plan on such date as shall be deter-
mined by the Company.

Without limitation of the foregoing
the Ccmpany shall, prior to August
31, 1952, consider the then existing and
prospective conditions in order to de-
termine whether termination or revi-
sion be needed on September 1, 1952.
Although the Company hopes to be
able to continue benefits for the dura-
tion of the period during which com-
pulscry military training is required
it must be understood that no assur-
ance of such continuation can be given
now or hereafter.

In no event shall any pay or Metro-
politan Plan benefits be granted in
respect of military service after Au-
gust 31, 1952, unless the Company so
provides by revision or extension of
this Plan. Wherever reference is made
in this Plan to leave of absence in
connection with pay or Metropolitan
Plan benefits such reference shall be
construed as limiting the leave of
absence to August 31, 1952, in addition
to any other limitations, in so far as
the allowance of such benefits is con-
cerned.

In view of the likelihood that the
Company may not be able to continue
certain benefits in respect of military
service after August 31, 1952, it is rec-
ommended that every employee in
military service subscribe for the max-
imum amount of such life insurance
coverage as may be afforded by the
Federal Government.

III. Leave of Absence for Military
Service

Leave of absence for a time not ex-
ceeding the duration of mandatory
military service or voluntary military
service as above limited shall be
granted to any employee who enters
such service. For members of a reserve
unit or the National Guard the leave
of absence for training service shall
be extended to include reasonable
time for travelling to and from train-
ing points. For all employees covered
hereby the leave of absence shall be
extended by such period as may nor-
mally be required for the demobiliza-
tion and release or discharge of a
man in good health as well as any pe-
riod which is legally required for rein-
statement of an employee in the em-
prloyment in which he was engaged
prior to entering military service.

In cases covered by this Plan in
which employees serve with military
forces for intermittent periods of full
time military service, such periods
shall be accumulated within each
calendar year and treated as a single
continuous period for determining
benefits. Part time military service,
e.g., on nights, weekends, etc., is not
covered by this Plan.

IV. Benefits

A. Employee without Dependent

1. Pay

For the first thirty days of the leave
of absence the Company shall pay the
employee’s regular wage or salary in
effect on the day of entry into military
service after deducting (a) govern-
ment pay and allowances of all kinds,
(b) employee contributions to the
Metropolitan Plan, and (¢) any
amounts required to be deducted by
any applicable law. All deductions
must be established to the satisfaction
of the Company.

2. Metropolitan Plan

(a) During the first thirty days of
the leave of absence all regular cov-
erage under the Metropolitan Plan
shall continue.

(b) After said thirty days and dur-
ing the balance of said leave of ab-
sence the group life insurance cover-
age shall be continued by the Com-
pany but the total and permanent
disability and accidental death and
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dismemberment coverages shall be
discontinued and shall not be resumed
until the employee’s return to active
service with the Company.

(¢) After said first thirty days leave
of absence the annuity coverage shall
be placed in suspense without further
purchase of annuities unless and until
the employee returns to active service
with the Company at which time the
Company shall purchase annuities for
the employee which would have bean
purchased during such leave of ab-
sence if the employee had continued
in active service with the Company
with no change in salary classifica-
tion.

B. Employee with Dependent

1. Pay

The term “Dependent” as used
herein shall mean the spouse, any de-
pendent child, and any other person
treated by the Bureau of Internal
Revenue as a dependent for an in-
come tax exemption.

For the first thirty days of any leave
of absence hereunder the Company
shall pay to the employee or his de-
pendent(s) in such proportion as the
Company may determine the em-
ployee’s regular wage or salary in ef-
fect on the date of entry into military
service after deducting (a) govern-
ment pay and allowances of all kinds,
including those paid to or for family
cr dependents, (b) employee contri-
butions to the Metropolitan Plan, and
(c) any amounts required to be de-
ducted by any applicable law. All de-
ductions must be established to the
satisfaction of the Company.

After said thirty days and during
the balance of said leave of absence
the Company sha'l pay to the em-
ployee or his dependent(s), in such
proportions as the Company may de-
termine fifty percent of the employee’s
regular wage or salary in effect on
the date of entry into military service
after deducting however from said
fifty percent (a) government pay and
allowances of all kinds including those
paid to or for family or dependents,
and (b) amounts required to be de-
ducted under any applicable law.

2. Metropolitan Plan.

(a) During the first thirty days of
the leave of absence all regular cover-

age under the Metropolitan Plan shall
continue.

(b) After said thirty days and dur-
ing the balance of said leave of ab-
sence the group life insurance cover-
age shall be continued by the Company
but the total and permanent disability
and accidental death and dismember-
ment coverages shall be discontinued
and shall not be resumed until the
employee’s return to active service
with the Company.

(¢) After said first thirty days leave
of absence the annuity coverage shall
be placed in suspense without further
purchase of annuities unless and until
the employee returns to active service
with the Company, at which time the
Company shall purchase the annuities
for the employee which would have
been purchased during such leave of
absence if the employee had continued
in active service with the Company
with no change in salary classification.

For an employee to obtain the bene-
fits of this subsection (B), he shall,
prior to entering military service or
as soon thereafter as practicable, fur-
nish the Company with the names,
addresses and relationships of his de-
pendents and such other particulars
as the Company may require to satisfy
the Company of the fact of depend-
ency. The uncontrolled decision of the
Company shall be conclusive on the
question and duration of dependency.

C. Benefit Provisions Applicable to
All Employees.

Should an employee continue in
military service beyond any leave of
absence hereunder, all Metropolitan
Plan coverage shall cease.

An employee originally classified as
without dependent may change his
status to that of an employee with de-
pendent and the Company on receipt
of proof satisfactory to it of such
change shall extend to such employee
the appropriate benefits from and
after the date of the change. Con-
versely an employee originally classi-
fied as with dependent shall promptly
advise the Company of a change to the
status of an employee without Cepend-
ent whether such change arises from
the improved condition of the former
dependent or by reason of the loss of
the dependent. Any failure so to ad-



OF 500 CORPORATIONS

27

vise the Company shall be considered
as a fraud upon it; and without preju-
dice to other rights of the Company,
such employee shall be severed from
all connection with the Company and
no longer entitled to any benefits un-
der this Plan or in any other respect.

Benefits under the Metropolitan

lan shall be available only to those
employees who are covered by the
Metropolitan Plan at the time of their
entry into military service and who
do not withdraw from the Plan while
in such service. If any employee cov-
ered by this Plan dies or withdraws
from the Metropolitan Plan, his cash
surrender value shall consist only of
his own contributions toward his an-
nuity credit.

Every employee shall, on the Com-
pany’s demand, promptly furnish full
particulars in respect of his govern-
mental compensation, and on any
failure so to do, his Metropolitan Plan
coverage shall be terminated.

The benefits hereunder shall not be
assignable or transferable by any em-
ployee or beneficiary directly or by op-
eration of law or otherwise. The word
“otherwise” shall include without limi-
tation any execution, levy, garnish-
ment, attachment, seizure by other
legal process, receivership, devolution
by death or in any other manner. The
foregoing provision is a condition of
the accrual of a benefit and of the
several payments thereof, and in the
event of any violation or noncompli-
ance, no payment after such violation
or noncompliance shall be made by the
Company.

In determining the regular wage or
salary for the purpose of pay benefits
there shall be included any temporary
allowance currently in effect for regu-
lar employees at the time of their
entry into military service but only
so long as such temporary allowance
shall be continued for active em-
ployees.

Travelling expenses paid or reim-
bursed by the government shall not
constitute a part of government pay
or allowances for the calculation of
benefits hereunder.

(a) If an employee covered by this
policy desires to return to the active
service of the Company after a leave

of absence hereunder, he shall have
the seniority and reinstatement ben-
efits provided for by law, and if he is
not covered by any law in this respect
he shall, nevertheless, have the same
seniority and reinstatement benefits
as he would have if he were covered
by the Selective Service Act.

(b) A new employee engaged to fill
a vacancy caused directly or indirectly
by the absence of an employee in mili-
tary service shall be engaged for tem-
porary work and shall be so notified
by letter at the time of his employ-
ment. He shall, however, during his
employment be treated in the same
manner as other regular employees in
respect of all Company benefits for
which he may become eligible except
as to benefits under this Plan for
which he shall not be eligible.

(¢) Service during leave of absence
hereunder shall be considered as time
spent in the Company’s service for
the purpose of accumulating 20-years
service under the Survivorship Benefit
Plan for 20-Year Employees, if not
otherwise excluded by the terms of
such Plan, but an employee who shall
die during such leave of absence shall
not be considered as in the active
service of the Company at time of
death and shall not be eligible for the
benefits of such Survivorship Benefit
Plan.

(d) This Plan does not take away
or create vacation rights. Leave of
absence shall not be considered as a
vacation or as working time for earn-
ing one. Time spent in military serv-
ice shall, however, be considered as
time spent in Company service to
determine whether the employee is in
the two week, three week or four week
vacation class. At the time of enter-
ing upon a leave of absence for mili-
tary service for a period in exzess of
one year every employee will receive
accrued vacation either in time off
with pay or pay in lieu of such time
off. Upon reinstatement to active
Company service following a leave of
absence for military service which
leave covered a continuous period in
excess of one year the employee will
be granted a vacation within the
calendar year in which he returned as
follows: Full vacation, according to
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vacation class, if reinstatement occurs
prior to June 30 of such calendar year;
one half vacation according to vaca-
tion class if reinstatement occurs
after June 30 of such calendar year.
Employees whose leave of absence for
military service is less than one year
shall receive vacation in accordance
with the effective Company vacation
plan as arranged with local Company
management.

VI. Special Cases

Volunteers and employees with re-
serve status not coming within the
limitations set forth above, and em-
ployees whose services are requested
by governmental authorities to assist
in technical or other -capacities,
whether military or civilian, may be
considered as special cases in the
discretion of the Company. All such
cases shall be referred to the Indus-

trial Relations Department at 26
Broadway, New York, N.Y. with recom-
mendations for submission to the
Board Committee on Pensions and
Death Benefits for its action, which
shall be final. The benefits for each
special case shall be limited to those
specifically approved for the case.

VII. Conformity to Law

Nothing herein contained shall be
construed as depriving any employee
of any privilege granted by law. This
policy shall be interpreted so as to
conform to any applicable law.

VIII. Interpretation

The office of the General Counsel of
the Company is authorized to interpret
this policy. Any such interpretation
shall be conclusive. The Company’s
determination as to the facts in any
case shall be conclusive.
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