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LETTER OF TRANSMITTAL
U nited States D epartment of Labor,

B ureau of Labor Statistics, 
Washington, D. C., March 2, 1951.

The Secretary of L abo r:
I have the honor to transmit herewith a report on the prevalence and 

characteristics of certain types of clauses contained in collective bargaining 
agreements. The report is divided into nine sections— each dealing with a 
particular field covered in collective bargaining: Arbitration; Paid Vacations; 
Dismissal Pay Provisions; Sickness and Accident Benefits; Union-Security 
Provisions; Safety Provisions; General Wage Adjustment Provisions; Em ­
ployer U nit in Collective Bargaining; and H oliday Provisions.

These studies were based upon analysis of a wide variety of labor contracts 
especially selected for each study from the Bureau’s file of approximately
12,000 labor-management contracts voluntarily subm itted by employers and 
labor organizations.

This report was prepared under the direction of Irving Rubenstein by 
members of the staff of the D ivision of Industrial Relations, Nelson M. Bortz, 
Acting Chief.

E wan C lague, Commissioner.
Hon. M aurice J. T obin ,

Secretary of Labor.
h i
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Arbitration Provisions in 
Union Agreements in 19491

S o m e  t y p e  o f  a r b i t r a t i o n  was provided for in 
1,237, or 83 percent, of 1,482 current collective- 
bargaining agreements analyzed in a 1949 survey 
by the Bureau of Labor Statistics.1 2 Although  
strictly comparable statistics regarding the preva­
lence of arbitration provisions in agreements of 
previous years are not available, a Bureau study 
in 1944, covering 14 selected manufacturing in­
dustries, indicated that 73 percent of the agree­
ments analyzed contained arbitration clauses.3 A 
National Industrial Conference Board study in 
1945 found that 74 percent of 291 companies 
covered had agreements containing such clauses.4

No matter how carefully contracts are drafted, 
disagreements frequently arise regarding the mean­
ing and application of clauses or issues not antici­
pated by the parties when the agreements were 
negotiated. Arbitration provisions in collective­
bargaining agreements afford a procedure for 
settling such disputes by subm itting them to an 
impartial umpire or board, whose decision shall be 
final and binding.

Arbitration, of course, has its drawbacks. 
Unions and employers occasionally fail to make 
a bona fide attem pt to settle their differences by  
direct negotiation when an arbitrator is available 
to make the decision. Sometimes settlem ents 
imposed by an outsider (the arbitrator) leave the 
parties dissatisfied, even though they have agreed 
in advance to accept the decision. In a few instances 
the financial costs of arbitration impose a hardship, 
particularly on small employers and unions.

Arbitration has become an accepted practice in 
many industries (table 1). Indeed, voluntary  
submission of unsettled disputes to arbitration 
has been commonly followed in some industries

1 Prepared in the Bureau’s Division of Industrial Relations by James C. 
Nix, under the supervision of Irving Rubenstein.

* Agreements included in this study were in effect during all or some part 
of 1949. Of the 1,482 in the sample, 1,036 were in manufacturing industries 
and 446 in nonmanufacturing. Employment data were available for 3,020,000 
workers covered by 977 of the agreements. About 47 percent of the agree­
ments were concluded by unions affiliated with the American Federation 
of Labor, 39 percent by affiliates of the Congress of Industrial Organizations 
and 14 percent by independent unions.

*U. S. Department of Labor, Bureau of Labor Statistics, Bulletin No, 
780: Arbitration Provisions in Union Agreements.

4 Management Record, New York, April 1945.

for decades. The first international arbitration 
agreement between the American Newspaper 
Publishers Association and the International 
Typographical Union (AFL) was signed in 1901. 
The agreement covering the Printing Pressmen 
and Assistants, Union (AFL) was first signed in 
1902, and similar agreements were signed shortly 
thereafter by other printing-trades unions.5 Boards 
of arbitration were established in some branches 
of the apparel industry as early as 1910.® The 
late W. H. Mahon, former president of the Amal­
gamated Association of Street Electric Railway 
and M otor Coach Employees of America (AFL), 
was a leading advocate of arbitration as a means 
of settling disputes, and agreements of that union 
have included arbitration provisions for m any  
years.7 A t the P residents Labor-Management 
Conference of 1945, both labor and management 
representatives unanimously agreed that arbitra­
tion should constitute the final step in a sound 
grievance procedure, and recommended:

The parties should provide by mutual agreement 
for the final determination of any unsettled grievance 
or disputes involving the interpretation or application 
of the agreement by an impartial chairman, umpire, 
arbitrator, or board. In this connection the agree­
ment should provide:

(a) A definite and mutually agreed-upon procedure 
of selecting the impartial chairman, umpire, arbitra­
tor, or board;

(b) That the impartial chairman, umpire, arbitra­
tor, or board should have no power to add to, subtract 
from, change, or modify any provision of the agree­
ment, but should be authorized only to interpret the 
existing provisions of the agreement and apply them 
to the specific facts of the grievance or dispute;

(c) That reference of a grievance or dispute to an 
impartial chairman, umpire, arbitrator, or board 
should be reserved as the final step in the procedure 
and should not be resorted to unless the settlement 
procedures of the earlier steps have been exhausted;

(d) That the decision of the impartial chairman, 
umpire, arbitrator, or board should be accepted by 
both parties as final and binding;

(e) That the cost of such impartial chairman, um­
pire, arbitrator, or board should be shared equally by 
both parties.

Any question not involving the application or in­
terpretation of the agreement as then existing but

* How Collective Bargaining Works, pp. 50-64. New York, Twentieth 
Century Fund, 1942.

• The Needle Trades, by Joel Seidman. New York, Farrar and Rinehart, 
1942.

7 The Union Leader, Chicago, 111., Nov. 5,1949.
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which may properly be raised pursuant to agreement 
provisions should be subject to negotiation, concilia­
tion, or such other means of settlement as the parties 
may provide.

Where an agreement contains a renewal clause and 
a change or modification or reopening of the agree­
ment is requested by either party, or where the exist­
ing agreement is about to be terminated, ample time 
prior to the termination of the agreement should be 
provided for the negotiation of a new or modified 
agreement. If such negotiations should fail, the parties 
should make early use of conciliation, mediation, and 
where mutually agreed to, arbitration.

Nothing in this report is intended in any way to 
recommend compulsory arbitration, that is, arbitra­
tion not voluntarily agreed to by the parties.8
Widespread acceptance of arbitration for settle­

ment of grievances arising during the life of the 
contract was revealed by the current analysis of 
contracts (see table 1).

Contract clauses vary considerably in detail 
and complexity. Some merely stipulate that all 
unsettled employee grievances shall be arbitrated. 
Others outline in detail the precise issues subject 
to arbitration, the form of submittal, composition 
of the arbitration agency, selection of arbitrators, 
and allocation of costs.9
Jurisdiction of Arbitrator

Some agreements lim ited the arbitrator to 
consideration of questions of interpretation and 
application of the contract provisions. Others 
extend the application of arbitration to all issues 
arising between the employer and the employee 
and union. A few place disputes over the terms 
of new or revised agreements within the juris­
diction of the arbitration agency (chart 1).

T a b l e  1.— Prevalence of arb itra tion  provisions in  1 ,482 collective-bargaining agreem ents, by m a jo r in d u stry  group

Percent of agreements containing arbitration clauses—
90-100 80-89 70-79 60-69 50-59 40-49

Manufacturing Manufacturing Manufacturing Manufacturing Manufacturing Manufacturing
Transportation equipment (except automobiles).Textiles.Apparel.Leather and its products.Food.Paper.Printing and publishing.Petroleum and coal prod­ucts.Rubber.Miscellaneous manufactur­ing industries.

Electrical machinery.Nonferrous metals and their products.Chemicals.
Nonmanufacturing

Mining, crude petroleum, and natural-gas produc­tion.*Wholesale trade.Retail trade.

Iron and steel and their products.
Nonmanufacturing

Services.Miscellaneous nonmanu­facturing industries.

Machinery (except elec­trical).Automobiles.Lumber, furniture, and finished wood products.
Nonmanufacturing

Construction.1

Stone, clay, and glass products. Tobacco.

Nonmanufacturing
Transportation. Public utilities.

1 The sample of agreements available for construction was very small in relation to the size of the industry and may not reflect accurately the prevalence of arbitration in this industry.j The National Bituminous Coal Mining Agreement provides for arbitration of local and district disputes, “should differences arise between the mine workers and the operators as to the meaning and application of the provisions of this agreement, or should differences arise about matters not specifically mentioned in this agreement, or should any local trouble of any kind arise at the mine.” If the dispute is national in character, it is to be settled “by the full use of free col* lective bargaining as heretofore known and practiced in the industry.”

In  more than four-fifths of the agreements, any 
grievances arising out of the application or inter­
pretation of the terms of the agreements are spe­
cifically included within the scope of arbitration.

About 1 arbitration clause out of every 10 
permitted the arbitrator to decide issues not 
covered by the agreement, as well as those 
covered. Some agreements give the arbitrator 
jurisdiction over all such issues, for example:

• Report of Conference Committee on Existing Collective Agreements, as 
quoted in U. S. Department of Labor, Division of Labor Standards, Bulletin 
No. 77: The President’s National Labor-Management Conference, Novem­
ber 5-30,1945.

All disputes and grievances which arise under this 
agreement as well as those on matters not specifically 
covered by this agreement shall be peaceably settled 
and resolved by arbitration.
Other agreements lim it the arbitrator’s juris­

diction over extra-contract issues to specified 
types of disputes, such as those arising from  
demands for general wage increases or decreases 
during the life of the agreement. The following 
illustrates this kind of provision:

• For a wide variety of Illustrative arbitration clauses, see U. S. Depart­
ment of Labor, Bureau of Labor Statistics, Bulletin No. 908-16: Grievance 
and Arbitration Provisions.
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Either party hereto may request a general revision 
upwards or downwards in rates of pay . . . Requests 
for a revision under this section shall be in writing 
and shall be mailed or delivered to the other party 
not less than 60 days prior to the requested revision 
date. Upon the giving of such written notice, the 
parties shall immediately negotiate the request and 
if they are unable to agree within 15 days after the 
receipt thereof, either party may request arbitration 
of the dispute.
Few agreements (only 2 percent) permitted  

arbitration of the terms of a new or revised 
agreement. These allowed the arbitrator to 
decide the issues involved after the parties had 
attempted to negotiate a new agreement and had 
not succeeded in doing so.

About 15 percent of the agreements either did
Chart 1. Jurisdiction of Arbitrator

P E R C E N T  OF I2 3 7  A G R E E M E N TS  W ITH  
A R B ITR A TIO N  PRO VISIO NS

ARBITRATOR'S JURISDICTION INCLUDES,

Interpretation and E xtra -C o n tra ct Terms of
Application of Issues New Agreement

Agreement

ISSUES EXCLUDED FROM ARBITRATOR'S JURISDICTION

Additions to or 
Changes in Agreement

General Level 
of Wages

Individual 
Job Rates

4% 3% I 2%

Production M anagem ent
Standards Functions

UNITED STATES DEPARTMENT OF LABOR 
BUREAU OF LABOR STATISTICS

Terms of New 
Agreem ent

Some agreements with arbitration clauses failed to indicate specifically the 
functions or the limitations on the arbitrator. The chart, therefore, refers 
only to those agreements which dealt with these problems in sufficient detail 
to permit classification as shown above.

not outline the scope of the arbitrator’s juris­
diction, or stated it in general terms such as 
“controversies between the parties.”

In addition to, or in lieu of, specifying the 
matters which were within the arbitrator’s juris­
diction, m any agreements specified those that 
were not arbitrable. Over a third (36 percent) 
included provisions prohibiting the arbitrator 
from adding to, subtracting from, or otherwise 
changing the existing agreement.

Arbitration of disputes regarding the terms of a 
new agreement were specifically prohibited by  
about 4 percent of the agreements.10 A typical 
clause follows:

In the event of termination of this agreement, 
negotiations for a new agreement shall be com­
menced 40 days prior to the termination of this 
agreement. Nothing in this agreement shall be 
construed as an agreement to submit to arbitration 
any questions involved in the negotiation for a new 
agreement.
About 14 percent of the agreements excluded 

from the arbitrator’s jurisdiction grievances or 
disagreements concerning increases or decreases 
in the general wage level.

Other subjects excluded from arbitration by 
some agreements were individual job rates, pro­
duction standards or work loads, management 
rights, union security, questions involving union 
laws and constitutions, jurisdictional disputes, 
safety and health measures, pension, insurance, 
and other benefit plans.

Arbitration Machinery
The arbitration machinery provided by agree­

ments m ay consist of a single individual or a 
board of several individuals. Appointments m ay  
be temporary or on a permanent basis for the 
life of the contract or for a stipulated period 
(see table 2).

If a board is used, the parties usually designate 
an equal number of arbitrators—ordinarily only 
one, but sometimes two or more— for each side. 
In some instances, no impartial third party is 
added unless the arbitrators designated by em­
ployer and union are unable to reach a decision. 
Usually, however, a third, or neutral, party is

Over 90 percent of the agreements did not mention arbitration of dis­
putes over the terms of new agreements, but ordinarily such disputes are 
not arbitrable under terms of existing contracts.

940091 0 - 51 -2
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designated before the proceedings begin. The 
third party m ay be agreed upon by the employer 
and the union directly or chosen by the arbitrators 
appointed to the board. In the event of a dead­
lock over the selection, an impartial agency or 
individual m ay be called upon to choose the third 
party.

M any employers and unions prefer an arbitra­
tion board, because under that plan their repre­
sentatives participate in the discussions and pro­
ceedings and have a part in making the decision. 
This m aybe especially important in cases involving 
technical matters, with which an outsider m ight 
not be familiar. On the other hand, a board of 
arbitrators m ay be more expensive than a single 
arbitrator, and in some instances more time- 
consuming.

An individual arbitrator, or a separate board, 
m ay be chosen each tim e a dispute arises; or the 
same individual or board m ay serve as frequently  
as necessary during the life of the agreement or for 
some other designated period. The first situation  
is often referred to as “ad hoc arbitration,” and 
the second as “permanent arbitration,” the latter 
meaning that the arbitrator or arbitrators serve 
for relatively long and generally fixed periods.

“Ad hoc” arbitration and permanent arbitration 
each has certain advantages. A permanent arbi­
trator can become familiar w ith the practices and 
problems of the industry and with the personalities 
of management and union representatives. A  
permanent arbitrator’s decisions are likely to be 
consistent w ith one another, thereby establishing 
precedents for the guidance of employer and union  
in similar problems. Also, when the arbitrator 
serves on a continuous basis, no tim e need be 
lost in selecting an arbitrator each tim e a case is 
referred to arbitration. On the other hand, m any  
employers and unions do not have enough arbi­
tration work to justify retaining a permanent 
arbitrator. Moreover, the parties m ay wish to 
have certain types of cases, such as tim e-study or 
incentive-wage disputes, arbitrated by  specialists 
technically qualified in the field involved, rather 
than have one arbitrator handle all types of 
disputes.

The m ost prevalent type of arbitration machin­
ery provided by  collective-bargaining agreements 
is a temporary board. The following clause illus­
trates this type of machinery, which was provided  
by 52 percent of the agreements containing 
arbitration provisions:

Table 2.— T yp es o f a rb itra tion  m achinery established by collective-bargaining agreem ents

Industry group
Number of agreements with arbi­tration provisions

Single arbitrator Board of arbitrators
Other *

Details of machinery notspecifiedPermanent Temporary Permanent Temporary
Percent of agreements1

All industries......... ...................................................................... 1.237 10 27 4 52 3 4
All manufacturing industries............................ ...... ................... 859 11 33 5 43 4 4Iron and steel and their products.......... ...... ........................ 93 4 59 4 24 6 3Electrical machinery _ _ __________________________ 47 4 24 38 4 30Machinery, except electrical________ ________________ 55 7 36 47 4 6Transportation equipment, except automobile------- ------- 36 22 41 3 28 3 3Automobiles ............ _ _______________ __________ 11 46 18 9 27Non-ferrous metals and their products............ ................... 50 4 48 4 32 10 2Lumber, furniture, and finished wood products ______ 41 15 80 5Stone, clay, and glass products.________________-____ 40 12 28 3 45 12Textiles _ __ _ _________________________ 79 11 33 38 17 1Apparel . .  ________________________________ 19 74 5 16 5Leather and its products _________________________ 59 7 74 14 3 2Food ___ _______________________________________ 96 8 12 7 73Tobacco ___ _____________ 9 11 56 33Paper _ ____ _________________ 29 38 7 48 7Printing and publishing____________________________ 33 6 . 21 43 27 3Chemicals ________  ______________ -________ - 55 7 22 69 2Petroleum and coal products _______________________ 48 21 75 4“Rubber _ __ __________________ 42 55 7 10 26 2Miscellaneous . .  ________________________________ 17 6 29 47 6 12All nonmanufacturing industries............................................ 378 6 16 4 70 1 3Mining, crude petroleum, and natural gas production___ 26 23 19 54 4Transportation . . . ___ ___________ 70 3 16 73 8P u b lic  u tilities _ _ _______ _______ 33 18 82Wholesale tra d e __________________________________ 64 5 9 5 79 2Retail trade.......................................................... ................. 76 3 18 4 71 3 1Services _________________________________________ 86 8 16 7 65 4C onstra ction _________________!__________________ 14 7 14 65 14Miscellaneous____________________________________ 9 11 33 11 45

1 Percentages based on total number of agreements with arbitration pro- * Most of these are agreements which allow employer and union the option visions as shown in first column. of using a single arbitrator or a board of arbitrators.
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There shall be three arbitrators, one to be appointed 
by each party to this agreement and the third to be 
selected by the two so appointed. The party desiring 
arbitration shall appoint his arbitrator and shall give 
notice in writing to the other party of such appoint­
ment, together with a written statement of the ques­
tion to be arbitrated. After receiving such notice 
and statement, the other party shall appoint an 
arbitrator within seven (7) days and give notice in 
writing to the other party of such appointment. In 
the event that two arbitrators so appointed cannot 
within three (3) days select a third arbitrator who is 
able and willing to serve, the two arbitrators shall 
jointly request the American Arbitration Association 
to appoint a third arbitrator.
A permanent board of arbitrators was desig­

nated by 4 percent of the agreements. The 
impartial third party and the arbitrators repre­
senting the employer and the union m ay all serve 
on a permanent basis, but in some cases the 
impartial third party is selected each time a dis­
pute arises, although the employer and union  
representatives are permanent members of the 
board. In a few instances, the arbitrators rep­
resenting the employer and the union serve on 
a temporary basis, and only the third party is 
permanent.

A single “ ad hoc” arbitrator was specified by 27 
percent of the agreements. The following clause 
is typical: “ The parties will agree upon a single 
arbitrator to hear the case and make a final and 
binding decision.”

Permanent single arbitrators were designated in 
10 percent of the agreements analyzed. Provi­
sions for permanent arbitration occurred most 
frequently in the apparel, rubber, and automobile 
industries, although they were also noted in a few  
agreements in m ost of the other industries. The 
following clause was typical:

The impartial arbitrator shall be [name of individ­
ual] who is hereby designated to act throughout the 
term and continuance of this agreement. In the 
event of his resignation, permanent physical incapac­
ity, or death, his successor shall be chosen by a com­
mittee to be composed of three representatives of the 
union and three representatives of the [company] 
and the majority of the whole committee shall be 
necessary to the choice of such successor. Such suc­
cessor shall be chosen within fifteen (15) days after the 
vacancy shall have occurred.
A few agreements which provided for arbitra­

tion did not specify the nature of the machinery 
to be used.

Selection of Arbitrator by Impartial Agency
Often employers and unions find it difficult to 

agree upon the selection of individuals to serve as 
arbitrators. Each party may have reservations 
regarding the impartiality of a person nominated 
by the other party. Over a third of the agree­
ments with arbitration provisions (37 percent) 
failed to provide any predetermined method of 
breaking a deadlock over selection of an arbitrator. 
The remainder (63 percent) provided for use of an 
impartial agency in making the selection.11

Immediate appointment of the arbitrator by an 
agency, w ithout the union and the employer first 
attem pting to make a selection jointly, was pro­
vided for in some agreements. For example: 
“The arbitrator shall be selected by the Federal 
M ediation and Conciliation Director and his 
decision shall be final and binding upon both  
parties and the employees involved.” More 
often the impartial agency was called upon only  
in the event of a deadlock. An example of such a 
clause reads:

Company and [union] shall endeavor to agree upon 
a single arbitrator who shall have full power to decide 
the matter. If the parties cannot agree upon a single 
arbitrator, then either party upon notice to the other 
shall have the right to apply to the American Arbitra­
tion Association to appoint such arbitrator.
The services of the impartial agency in some 

instances was limited to submission of a list of 
qualified arbitrators from which union and em­
ployer made the actual selection. In other in­
stances the designated agency was empowered to 
appoint the arbitrator if the parties were unable to 
make a selection from the list.

The Government agency most frequently named 
was the Federal M ediation and Conciliation 
Service— designated in 32 percent of the agree­
ments containing arbitration provisions.12 To  
facilitate the selecting of arbitrators, the Federal 
M ediation and Conciliation Service maintains an 
extensive current file of qualified arbitrators

11 A few of these agreements were not completely clear as to whether the 
impartial agency merely assisted in the selection of the arbitrator or actually 
functioned as arbitrator.

18 A few were long-term agreements which were signed when the U. S. 
Conciliation Service was a part of the U. S. Department of Labor and named 
the Department of Labor as the agency to select the arbitrator. Included 
also were a few agreements which allowed the parties the option of using the 
Federal Mediation and Conciliation Service or some other designated agency.
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from which a list of five names is submitted to the 
parties requesting it. If the parties cannot agree 
upon an individual the Federal M ediation and 
Conciliation Service will, on request, either appoint 
an arbitrator or make a selection by a method in 
accordance with the wishes of the parties.
Chart 2. Impartial Agencies Used in Selection of 

Arbitrator
BASED ON 1237 COLLECTIVE BARGAINING AGREEMENTS 

WITH ARBITRATION PROVISIONS
Ptrctnt of Totals

O 10 20 30 40

No Contract Provision for 
Use of Impartial Agency

Federal Mediation and 
Conciliation Service

Private Agency

Stole or C ity  Agency

Other

UNITED STATES DEPARTMENT OS LABOR 
BUREAU OF LABOR STATISTICS

About 18 percent of the agreements designated 
various private agencies— m ost frequently the 
American Arbitration Association, a nonpartisan, 
nonprofit organization which has been active in  
the field of labor arbitration since 1937. Where 
arbitration is conducted under the rules of the 
American Arbitration Association, the parties 
m ay appoint their arbitrator directly, select him  
from a list submitted by the association, or have 
him appointed by the association.13

i* Voluntary Labor Arbitration Buies of the American Arbitration Asso­
ciation.

An additional 10 percent of the agreements 
named various State or municipal officials, judges, 
or agencies as those authorized to aid in selection  
of the arbitrator. A few agreements designated 
individuals or organizations other than those 
mentioned above or merely stated that the arbi­
trator be appointed by an individual or organiza­
tion acceptable to both parties.

Cast of Arbitration
Prevailing practice calls for the sharing of 

arbitration costs by employer and union. Alm ost 
three-fourths of the agreements analyzed which 
provided for arbitration required the employer 
and the union to share the cost equally. If  the 
arbitration machinery consists of a tripartite 
board, the expenses of the impartial third party 
are shared, each party usually assuming the 
expense of its own representative on the board. 
A few agreements (less than 1 percent of the 
total) required the party which loses the arbitra­
tion decision to pay the entire cost of arbitration. 
M ost of these agreements required that the deci­
sion specify the loser. Provisions requiring the 
loser to pay the costs are probably intended to 
discourage the employer or union from carrying 
petty  or unfounded cases to arbitration. Only 
one agreement in the sample called upon the 
employer to pay the full cost of arbitration; 
another specified that only an arbitrator willing 
to serve free of charge would be selected. The 
remainder of the agreements (about a fourth 
of the total) made no reference to allocation of 
the cost.
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Paid Vacations Under 
Collective Agreements, 19491

L i b e r a l i z e d  p a i d - v a c a t i o n  b e n e f i t s  provided 
by current collective-bargaining agreements have 
been one of the outstanding features in the develop­
ment of labor-management relations in the last 
decade. This was due in part to the pattern, 
established during World War II  by the National 
War Labor Board, of granting vacations with pay  
and other fringe benefits in lieu of direct wage 
increases. In the main, however, more extended 
vacations for workers, as a product of collective 
bargaining, have been made possible by greater 
efficiency, improved technology, and increased 
productivity of American industry.

Provisions granting maximum vacation periods 
of 2 weeks or more have come to be widely ac­
cepted features of collective bargaining. A Bureau 
of Labor Statistics survey of collective-bargaining 
agreements in effect in late 1948 or early 1949, 
reveals that 93 percent, or 1,374 of the 1,473 
agreements analyzed, granted workers some type  
of vacation with pay.2 N ine out of every ten  
agreements having vacation provisions stipulated  
2 weeks or more as the maximum tim e allowed, * *

1 Prepared in the Bureau’s Division of Industrial Relations by Dale Hen­
ning, under the supervision of Irving Rubenstein.

* The sample included 1,062 agreements covering 20 manufacturing industry 
groups and 411 agreements covering a wide variety of nonmanufacturing 
industries. Employment data were available for 839 agreements which 
covered more than 2,800,000 employees, 70 percent of whom were engaged in 
manufacturing and 30 percent in nonmanufacturing.

The industries represented were widely distributed throughout the United 
States. The agreements were about equally divided between affiliates of the 
American Federation of Labor and of the Congress of Industrial Organiza­
tions, approximately one-eighth were with independent (or unaffiliated) 
unions.

The sample did not include agreements relating to the railroad industry. 
These are national agreements applying to approximately a million and a 
quarter rail employees and generally provide for paid vacations of 1 week 
after 1 year’s service and 2 weeks after 6 years’ service.

Very few agreements relating to construction were included in the sample. 
Because of the seasonal characteristics of this industry and the frequent shifts 
of workers from one contractor to another, relatively few agreements provide 
for paid vacations.

and 30 percent specifically provided for more than 
2 weeks after specified periods of service.

In contrast, an earlier study by the Bureau 
showed that in 1944 only 1.5 percent of the 
unionized plants covered gave maximum vacations 
of over 2 weeks.3 The earlier survey also showed 
that 63 percent of the plants provided maximum  
vacations of 1 week or less; in the present survey, 
fewer than 5 percent of the agreements had such 
a provision.

Significant features of vacation provisions in 
collective-bargaining agreements on which infor­
mation was obtained in the present survey are 
the length of the vacation period granted; the 
type of plan, whether “ uniform” for all eligible 
employees or “ graduated” according to length  
of service; the relationship between earnings and 
the vacation granted; and the method adopted 
for computing vacation pay.
Length of Paid-Vacation Periods

The trend toward longer vacation periods was 
definitely marked in the agreements studied, 
whether analyzed as a whole or by major industrial 
groups. Among industries in the manufacturing 
group with 10 or more contracts in the sample, 
the petroleum and coal products industry had the 
greatest percentage of contracts providing vaca­
tions of more than 2 weeks— 36 of the 43 agree­
m ents analyzed having such provisions. In  elec­
tric machinery manufacture, about two-thirds of 
the 38 agreements analyzed, and in a third 
industry (rubber products), over half of the 51 
contracts analyzed provided vacations of more 
than 2 weeks.

A maximum vacation period of 2 weeks was 
provided by 13 of the 14 agreements in the tobacco

* See Monthly Labor Review, January 1945 (p. 80): Vacations with Pay 
in Selected Industries. It should be noted that these data are not strictly 
comparable since the earlier survey expressed percentages in terms of plants 
as units, whereas the current study deals with collective-bargaining agree­
ments as units.
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industry and by almost all of the 50 contracts in  
the leather and leather products group. A lto­
gether, over half of the contracts in 13 of the 20 
manufacturing groups called for a maximum period 
of 2 weeks.

In  nonmanufacturing industries, 30 of 89 con­
tracts in transportation and public utilities, or
33.7 percent, granted maximum vacations with 
pay of more than 2 weeks.
Types of Plans

A “uniform” vacation plan provides “flat” or 
equal vacations of the same duration for all em­
ployees who qualify. “Graduated” plans provide 
for a varying number of days or weeks, depending 
upon the individual worker’s length of service. 
In  collective bargaining, employers and employees 
have tended to agree on the greater desirability of 
graduated plans.
Agreements With Paid-Vacation Provisions, 1949

Tyre OF PLAN AND LENGTH OF VACATION

TOTAL UNIFORM PLANS 9.5%

I W«ek 1*2 Weeks Over 2 Weeks
TOTAL GRADUATED PLANS 86.2%

1 W eek 2  W eeks M a x im u m  O ve r 2  W eeks
Maximum Maximum
UNITED STATES DEPARTMENT OF LABOR 
BUREAU OF LA30R STATISTICS

M any employers regard graduated vacations as 
a means of reducing turn-over in their plants and 
as a reward to those who remain in their employ 
over a longer period of time. Unions, on the other 
hand, recognize that the graduated plan offers a 
means of increasing the total vacation time which 
employers are willing to grant. An employer, for 
example, m ay consider it financially impossible—  
or he m ay be reluctant— to grant 3-week vacations 
to all his workers. However, he m ay find that a 
proposal for granting of 3 weeks’ vacation to some 
of his more stable employees and less than 3 
weeks— or even less than 2 weeks— to other em­

ployees would be practicable. M ore than 80 out 
of every 100 agreements analyzed provided for 
graduated plans (table 1).
T a b l e  1.— T yp e o f p lan  a n d  length o f vacation period  

provided under collective agreements t 1 9 4 8 -4 9

Kind of plan and length of vacation
Agreements having  vacation provisions

Num ber Percent

T ota l agreem ents w ith  vacation provisions _ 1,374 100.00
Uniform  plans __ _ _ _ _ . 13053712581,1841379138060

9.453.85.51.874.2286.18.9567.5727.664.37

1 w eek nr lossM ore than 1 w a p .1t  h n t lass than 2 w eeks2 weeksMora than 2 w eeks . _ _ _ „ . _Graduated plans . . . . . .  _1 week m axim um _________________________________2 w eeks m axim um  __ . . .M ore than 2 w eeks m axim um  _ _Other l _ _ . ____ _ _ _ _ _ _ _

1 Includes agreements which provide for paid vacations but which do not specify clearly the details of such plans.

W ith the exception of the anthracite and bi­
tuminous-coal mining industries,4 contract provi­
sions for uniform vacation plans comprised but a 
small percentage of vacation clauses w ithin any  
given industry studied. Plans of this type were 
m ost frequently found in transportation and 
public utilities, wholesale trade, textile mill prod­
ucts, and food (table 2).

Length of Service Requirements
During World War II, the N ational War Labor 

Board evolved the policy of allowing, under 
existing stabilization regulations, 1 week of vaca­
tion after 1 year’s service and 2 weeks after 5 
years’ service.6 This pattern, w ith various modi­
fications, is evident in m any of the graduated  
plans surveyed (table 2).

The relationship between length of service and 
the amount of vacation granted was not tabulated  
for all agreements covered in the survey. H ow­
ever, an analysis of a sample of 100 contracts 
(over a fourth of the 380 agreements providing 
graduated plans with maximum vacation of more 
than 2 weeks) showed that the maximum vacation  
granted in 87 contracts was 3 weeks; in 11 agree­
ments, 4 weeks; and in 2 agreements, more than  
2 but less than 3 weeks (table 3). *

4 See p. 10.
* Termination Report of the National War Labor Board, vol. I  (pp.338 f f . ,  

especially 340 and 341).
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T a b l e  2 .— V acation  provisions in  agreem ents covering m anufacturing and nonm anufacturing in dustries
M anufacturing (1,062 agreem ents)

Industry
Total number of agree­ments ana­lyzed

Number of agree­ments with vacation provi­sions

Uniform plans Graduated plans

Other*1 week or less
More than 1 week but less than 2

2 weeks More than 2 weeks
1 week maxi­mum

2 weeks maxi­mum
More than 2 weeks maxi­mum

Total manufacturing................................................................... 1,062 1,010 30 4 28 9 11 572 304 52
Total durable goods_____________ _________ __________ 553 513 14 7 5 3 290 167 27Iron and steel........................... . . ......................................... 194 193 3 3 1 99 77 10Electrical machinery............................................................ 39 38 1 11 25 1Machinery, except electrical.................. .......... ................. 57 52 1 2 27 19 3Transportation equipment, except auto............................. 37 33 2 2 2 17 9 1Automobiles......... .............. ..................................... .......... 19 19 2 8 3 6Nonferrous metals and their products............................. . 78 73 2 1 42 23 5Lumber......._•................... ........... .................... .................... 22 16 2 13 1Furniture and finished lumber products. ........................ 25 25 2 1 18 4Stone, clay and glass products............................................. 82 64 2 65 7Total nondurable goods................................................ ............. 509 497 16 4 21 4 8 282 137 25Textile mill products________ _____________________ 55 54 8 1 1 40 2 2Apparel and other finished textile products____________ 17 14 3 1 2 5 3Leather and leather products.................. ............................ 51 50 3 1 46Food................................................................................. . 113 113 1 3 5 1 70 30 3Tobacco_______ __________ _____________ _____ ___ 17 14 6 7 1Paper and allied products................................................... 60 59 6 3 44 5 1Printing and publishing...................................................... 16 16 3 2 3 8Chemicals___ ___________________________ ________ 72 70 1 1 1 33 24 10Products of petroleum and coal_____________________ 43 43 3 36 4Rubber products_________________ _______________ 51 51 21 30Miscellaneous manufacturing industries............................. 14 13 10 2 1

N onm anufacturing (411 agreem ents)

Total nonmanufacturing............................................................. 411 364 23 3 30 3 2 219 76 8
M ining...................................................................................... 31 31 2 1 17 11Coal*................................... - .............................................. 2 2 2Metals................................................................................... 15 15 14 1Quarrying and nonmetallic.............................. ................... 3 3 1 2Crude petroleum and natural gas production.............. ...... 11 11 1 10Transportation and public utilities....... .............. ..................... 98 89 6 1 8 2 1 43 28Local railways and bus lines...... ......................................... 15 15 2 8 5Trucking and warehousing for hire..................................... 22 20 2 1 15 2Water transportation.......... ........... ..................................... 19 14 6 1 1 5 1Transportation, other than w ater....................................... 20 20 4 14 2Communications, telephone, telegraph, etc........................ 16 14 1 13Utilities, gas and electric...................................................... 6 6 1 6Trade............................................................................................ 147 136 5 17 1 87 23 3Wholesale_______________________________________ 65 61 2 11 1 34 10 3Retail..................................................................................... 82 75 3 6 53 13Food and liquor........................................................... 35 31 3 3 23 2General merchandise..................................................... 18 18 10 8Miscellaneous *.............................................................. 29 26 3 20 3Services___________ ______ _____________ ________ _____ 103 95 10 5 67 9 4Hotels, camps, rooming houses, etc..................................... 12 11 1 10Eating and drinking places.................................................. 17 16 3 12 1Other personal services 4___________________________ 59 53 5 3 36 5 4Business services *_______________________ _____ ___ 15 15 1 2 9 3Construction_______ ______ _______ __________________ 22 3 2 1Miscellaneous nonmanufacturing industries •_____________ 10 10 4 6 1

1 Includes agreements which provide for paid vacations but which do not specify clearly the details of such plans.* For purposes of this analysis, the national anthracite and bituminous coal agreements, providing for a vacation period of 10 calendar days, were included in the “more than one but less than two weeks” category.* Includes retail automotive, apparel and accessories, lumber and building materials and unclassified retail trade.

The m ost common service requirement in the 
group of 87 agreements providing a maximum 3- 
week vacation was 15 years— stipulated in 37 
agreements. Of the remaining agreements, 10 
required less than 15 years of service, 20 required 
20 years, and 20 required 25 years.

Of the 11 agreements providing 4 weeks of paid 
vacation, 9 required 25 years' service before an 
employee qualified and 2 required 20 years' serv­
ice. Of the two agreements providing for less

4 Includes motion picture services, medical and other health services, auto repair service and garages, amusement and recreation, and unclassified personal services.* Includes banks, trust companies, insurance companies, and other busi­ness services.• Includes private household, nonprofit membership organizations, educa­tional institutions and agencies.

than 3 but more than 2 weeks as the maximum  
vacation allowance, one required that employees 
m ust have 8 years of service in order to qualify 
for the maximum vacation period of 2 weeks and 
3 days; the other specified 13 years of service. 
A typical clause giving 3 weeks to workers with 
greater service follows:

Any and all employees of the employer within the 
terms of this agreement shall receive a vacation with 
full pay of 1 week, provided the employee has been

Digitized for FRASER 
http://fraser.stlouisfed.org/ 
Federal Reserve Bank of St. Louis



10

in the service of the employer 1 year or more, and a 
vacation with pay of 2 weeks, provided the employee 
has been in such service 5 years or more, and a vaca­
tion with pay of 3 weeks provided such employee has 
been in such service for 15 years or more.
As to length of service required to obtain vaca­

tion periods below, the maxima, 78 of the contracts 
required 1 year of service for 1 week off, and 60 
required 5 years’ service before 2 weeks could be 
granted.
Table 3.— Service requirem ents and length of vacation pro­

vided in  100 p lan s calling fo r  m axim u m  vacations o f more than 2  weeks

Basic service requirement for a given vacation Number of agreements
6 months for 1 week, 1 year for 2 weeks, plus—4 years for 3 weeks................ ........................ ...................... 16 years for 3 weeks.............. .......... ........................................ 110 years for 3 weeks_________________________________ 110 years for 3 weeks, 20 years for 4 weeks............................... 116 years for 3 weeks_________________________________ 26 months for 1 week, 5 years for 2 weeks, p lu s-15 years for 3 weeks_________________________________ 125 years for 3 weeks___ _____________________________ 11 year for 1 week, 2 years for 2 weeks, p lu s-15 years for 3 weeks_________________________________ 615 years for 3 weeks, 20 years for 4 weeks_______________ 120 years for 3 weeks_________________________________ 125 years for 3 w eeks________________________________ 11 year for 1 week, 3 years for 2 weeks, p lu s-10 years for 3 weeks_________________________________ 215 years for 3 weeks_________________________________ 120 years for 3 weeks_________________________________ 325 years for 3 weeks ____________ ___________________ 41 year for 1 week, 5 years for 2 weeks, p lu s-10 years for 3 weeks_________________________________ 115 years for 3 weeks_________________________________ 2315 years for 3 weeks, 25 years for 4 weeks_______________ 620 years for 3 w eeks________________________________ 1425 years for 3 weeks________________________________ 141 year for 2 weeks, plus—3 years for 3 weeks, 25 years for 4 weeks________________ 114 years for 3 weeks_________________________________ 115 years for 3 weeks_________________________________ 416 years for 3 weeks, 25 years for 4 weeks_______________ 1Other 1______________________________________________ 8

Total number of agreements_______________________ 100

1 This group includes 2 agreements calling for maximum vacation periods of less than 3 weeks, 5 agreements providing for 3 weeks maximum and 1 agreement with 4 weeks as the maximum. Service reauirements in these plans did not fit into any of the above categories.

Some agreements contained special vacation  
provisions relating to women employees, and to 
employees who had served in the armed forces. 
Several agreements w ith large meat-packing 
companies required 20 years’ service from men but 
only 15 years’ service from women, before they  
became eligible for a 3-week vacation. Other 
contracts provided regular vacations for men and 
women who, upon returning to work after dis­
charge from the armed forces, did not m eet the 
service requirements by the beginning of the 
vacation season.

Vacation Pay
None of the 1,184 agreements calling for gradu­

ated vacation periods required employees to 
accept less compensation than would normally  
have been earned if employees had worked during 
the vacation period. Only 13 agreements pro­
vided for greater pay during vacation periods than 
would normally be earned. In 9 of these, vacation  
pay was uniformly greater than normal earnings, 
and in 4 the amount of vacation pay above normal 
earnings increased in proportion to length of 
service. A clause illustrative of such provisions 
reads as follows:

Employees with less than 4 years of service as es­
tablished by seniority records * * * shau be
entitled to a vacation of 1 week, with pay of 40 hours. 
Employees with more than 4 years1 service as estab­
lished by seniority records * * * shall be en­
titled to a vacation of 2 weeks with pay of 80 hours. 
Employees with more than 10 years* service as es­
tablished by seniority records * * * shall be
entitled to a vacation of 2 weeks with pay of 100 hours.
Of the 130 contracts w ith uniform plans, 30 

provided greater vacation pay than normal earn­
ings would have been, had the employee worked 
during the vacation period. M ost of the 30 con­
tracts gave increases in vacation pay, but no 
increase in time off, as service with the company 
accumulated. The following clause is illustrative 
of these provisions:

* * * All hourly paid employees with 5 years
of service prior to June 1 of any year will be granted 
2 weeks* vacation with vacation pay of 4 percent of 
their earnings during the preceding fiscal year. All 
hourly paid employees with 25 years* service prior to 
June 1 of any year will be granted 2 weeks* vacation 
with vacation pay of 6 percent of their earnings during 
the preceding fiscal year.
The contracts covering the anthracite and 

bituminous-coal industries provide for uniform  
vacations and flat paym ent not directly commen­
surate with the normal work periods or earnings.6 
The 1948 bituminous agreement, for example, 
stipulated: “An annual vacation period shall be 
the rule of the industry. From Saturday, June 25, 
1949, to M onday, July 4, 1949, inclusive, shall be 
a vacation period during which coal production 
shall cease * * * All employees with a record
of 1 year’s standing (June 1,1948 to M ay 31,1949)

• Average weekly earnings of bituminous-coal miners ranged between 
$68.41 and $76.84 in the first 6 months of 1949.
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shall receive as compensation for the above- 
mentioned vacation period the sum of one hundred 
dollars ($100).” In terms of a regular 5-day 
workweek, the 1949 vacation period provided for 
10 calendar days, which included two week ends 
and a recognized holiday.

Prevalent methods of calculating vacation com­
pensation in the agreements analyzed were of 
three types: (1) The average earnings (hourly
or weekly) were determined for a past period 
(often the quarter-year period preceding the start 
of the vacation season). These averages were 
then applied to the hours or weeks of vacation 
granted, as illustrated below:

Each week of vacation pay shall be computed at the 
employee’s average straight-time hourly earnings 
during a designated normal pay-roll week preceding 
the pay-roll week in which June 25 occurs, multiplied 
by the average number of hours worked by him per 
week for the 9-week period immediately preceding the 
pay-roll week in which June 25 occurs, provided that 
the number of hours for purposes of vacation pay 
shall not be less than 40 nor more than 48 hours per 
week.7
(2) Straight-time pay is provided for a specified 

number of hours. For example, a vacation of 1 
week is compensated by pay equal to 40 hours at 
the straight-time hourly rate. This method is som e­
times combined with the first method in calculating 
vacation pay. Thus, one agreement stipulated that
7 The 40-48-hour limitation is embodied in many clauses to protect the worker 

against slack production periods, and management against excessive vacation 
costs, due to abnormal hours worked during the base period.

hourly paid employees shall receive pay “computed 
at the straight-time hourly rate of the employee’s 
regular job asof June 1,” and thenum ber of hours for 
which pay is given is obtained by averaging the 
hours worked per week during a specified period in 
the contract.

(3) Vacation pay is determined by applying a 
percentage factor to the employee’s earnings over 
past periods of specified length. Such periods vary 
from as little as 4 weeks to as much as 1 year. The 
figures m ost commonly applied to vacations of 1, 
2, and 3 weeks are 2, 4, and 6 percent of the pre­
ceding year’s earnings, respectively. The follow­
ing provision serves as an illustration:

Vacation pay for 1 week shall be 2 percent, for 2 
weeks 4 percent, and for 3 weeks 6 percent of each 
employee’s earnings for the preceding calendar year * * * #
Some agreements in the meat-packing industry 

contain a unique clause under which an employee 
on vacation receives pay for the number of hours 
“he would have worked had he not been on vaca­
tion.” To determine the number of hours such an 
employee would have worked, several alternative 
criteria are specified:

(1) If the employee is in a gang using gang time, 
gang time shall be taken; (2) if in a gang in a depart­
ment not on gang time, the number of hours worked 
by the employee who replaced the vacationing em­
ployee; (3) if (2) is not applicable, then the average 
weekly hours worked by the vacationing employee 
for the full 4 weeks immediately preceding the date 
of the vacation.

-51 -940091 O 3
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Dismissal-Pay Provisions 
in Union Agreements, 19491

A l l e v i a t i o n  o f  h a r d s h i p  resulting from loss of 
employment due to factors beyond a worker’s 
oontrol has long been a subject of collective bar­
gaining. Accordingly, labor-management con­
tracts have included provisions ranging from notice 
of a specified duration to employees before lay-off 
to substantial lump-sum paym ents to workers 
separated from their jobs, and pensions to aged or 
permanently disabled workers.

Dism issal (or severance) pay is a sum of money, 
in addition to any accrued wages or salaries for past 
work, paid to an individual whose em ployment is 
terminated through no fault of his own.2 The 
m ost common objective of dismissal-pay plans has 
been, of course, to ease the employee’s financial 
burden, while he is looking for a new job. Other 
objectives include the provision of partial com­
pensation to the separated worker for retraining or 
acquiring new skills, and the maintenance of good 
will of employees and the com m unity generally.

R elatively few labor-management agreements, 
however, currently include specific severance- or 
dismissal-pay clauses. A recently completed B u­
reau of Labor Statistics analysis of a sample of over 
2,100 agreements showed that only 168, or 8 per­
cent of the contracts studied, stipulated that 
workers losing their jobs through no fault of their 
own should receive separation allowances.

There are some indications, however, that the 
proportion of agreements providing for dismissal 
pay is increasing slightly. A  survey conducted  
by the Bureau in 1944 showed but 5 percent con­
taining dismissal-pay provisions.3 Prior to World 
War II, a scattering of dismissal-pay clauses had  
been negotiated. One of the more significant of

i By Laura Chase and James C. Nix, of the Bureau’s Division of Industrial 
Relations, under the supervision of Irving Rubenstein.

This study was based on an analysis of 2,137 agreements, of which 1,584 
were in manufacturing industries. All these agreements were in effect in 
1949, and covered, in the aggregate, more than million workers.

* “ Dismissal Pay," as provided in collective bargaining agreements, is also 
known by various other terms such as “service awards,” “lay-off bonus,” 
“termination allowance,” etc. Pay granted in lieu of a prescribed lay-off 
notice is not generally considered to be dismissal pay, and such provisions are 
not included in this study.

For a wide variety of illustrative clauses, see Bureau of Labor Statistics Bul­
letin No. 908-5; Collective Bargaining Provisions—Discharge, Discipline, 
and Quits; Dismissal Pay Provisions. Washington, 1948.

* Bureau of Labor Statistics Bulletin No. 808; Dismissal Pay Provisions in 
Union Agreements, December 1944. Washington, 1945.

these was a Nation-wide “ job protection agree­
m ent,” concluded by a number of railroad unions 
and carriers (in 1936) to protect workers displaced 
by the consolidation, merger, or coordination of 
rail facilities.4 A decade earlier (1926), the  
Amalgamated Clothing Workers and the Hart, 
Schaffner and M arx Co. negotiated a provision for 
paym ent of a $500 dismissal wage to cutters losing  
their jobs because of technological changes. Also, 
some employers of their own accord established  
dismissal-pay plans in the 1920’s; but relatively  
few plans antedated World War I .6

In  the current survey, dismissal-pay provisions, 
although found in m any industries, were rela­
tively  concentrated in the agreements of only a 
few. About 75 percent of the 27 agreements 
analyzed in the communications industry and 
60 percent of the 46 in the rubber industry con­
tained such provisions (most of these cover plants 
of the four largest rubber companies). Slightly  
more than half of the 63 agreements in the printing 
and publishing industry (primarily newspapers) 
provided for dismissal pay. In  the iron and steel 
industry, dismissal compensation was allowed by  
12 percent of the agreements.6 Other industry 
groups in which at least 10 percent of the agree­
m ents surveyed included dismissal-pay provisions 
were petroleum and coal products; electrical 
machinery; chemicals; mining and crude-petro­
leum production; and banks, insurance companies, 
and other types of office employment.

Dism issal-pay provisions were written into the  
agreements of 41 national or international unions. 
Of these, 17 were affiliated w ith the A FL and 16 
with the CIO. The remaining 8 were unaffiliated 
unions. Among the individual unions, dismissal- 
pay provisions appeared m ost frequently in  con­
tracts of the American Newspaper Guild (CIO), * •

4 Under the terms of this agreement, workers can elect to receive either a 
“coordination allowance,” which spreads payments to displaced workers 
over a period of months, or a “separation allowance,” which entitles them to 
receive a cash lump-sum settlement. Workers electing to take the coordina­
tion allowance are paid 60 percent of their average monthly earnings (computed 
over the preceding year), for periods ranging from 6 months for employees 
with 1 year’s service to 60 months for employees with 15 or more years of 
service. Workers who choose to take the separation allowance receive lump­
sum payments ranging from 3 months’ pay for employees with 1 year’s 
service to 12 months’ pay for those with 5 or more years’ service. Employees 
with less than 1 year’s service receive 5 days’ pay for each month in which 
they worked.

• See Studies in Personnel Policy No. 1, Dismissal Compensation, N a­
tional Industrial Conference Board, New York, 1937.

• Among these were agreements covering subsidiaries of the U . S. Steel 
Corp., and other major companies in the industry.
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Communications Workers of America (CIO), 
United Rubber Workers (CIO), United Steel­
workers (CIO), International Typographical 
Union (AFL), International Printing Pressmen 
and Assistants’ Union (AFL), and the United  
Office and Professional Workers (affiliated with  
the CIO on the date of the survey). In  the 
collective-bargaining procedure of the American 
Newspaper Guild, dismissal pay is a standard 
feature, with 201 of the 202 Guild contracts in 
effect in December 1949 containing severance-pay  
provisions.7
Conditions and Amounts of Dismissal Pay

Dismissal-pay clauses vary widely with respect 
to the causes or conditions under which such 
compensation is paid, the amount and computa­
tion of the allowance, and the length of service 
required for eligibility to receive it.
Conditions Governing Payments. M ost agreements 
set forth the conditions under which workers 
can expect to receive separation allowances. 
In 89 of the 168 agreements analyzed, the clauses 
sim ply stated that dismissal for “lack of work” 
or “reasons beyond the worker’s control” was 
sufficient to qualify an employee for a separation 
allowance. These, as well as other clauses, gen­
erally provided that the allowance was not pay­
able if the discharge was self-provoked or for 
causes such as dishonesty or gross neglect of 
duty. M any clauses were more explicit, however. 
A large number of agreements directly or indirectly  
related the dismissal-pay plan to technological 
changes. Mergers, consolidations, changes in 
manufacturing processes, shut-dowms of the plant 
or a department, etc., were among the reasons 
cited. In still another group, primary emphasis 
was placed upon the inability of individual work­
ers to m eet the requirements of the job. Aged 
workers who were not eligible for pensions were 
in this category.

7 Supplement to 1949 Contracts Survey, American Newspaper Guild, 
New York, December 10, 1949. According to this report, the Guild con­
tracts usually specify a uniform relationship between severance pay and 
length of service, such as a week’s pay for each 6 months’ or year’s service. 
The maximum allowances range from 2 to 60 weeks’ pay; about half of the 
agreements establish maxima of 26, 28, or 30 weeks. About 10 percent of the 
Guild agreements place no maximum limit on the amomit of dismissal pay 
which can be accrued. Pay is usually allowed for all dismissals except those 

^resulting from gross misconduct, neglect of duty, and similar serious offenses.

Service Required and Pay; Graduated Plans. Plans 
which scaled the amount of dismissal pay. to the 
worker’s length of service were m ost widespread, 
150 of the 168 dismissal plans being of this 
nature. Such plans usually established minimum  
length of service standards of 6 months or 1 year. 
In some,the required qualifying period was shorter; 
in others, it was longer, up to 5 or 10 years (see 
table).

For 67 of the agreements studied, the minimum  
amount of dismissal pay was equivalent to 1 
week’s earnings. Almost an equal number (66) 
provided a minimum of more than a week’s pay: 
among these, 16 called for 2 weeks’, 20 (m ostly 
in steel)-v for 4 weeks’, and another 16 (primarily 
in rubber) for 10 weeks’ pay.

M aximum pay and length of service provisions 
varied even more widely. Of the 150 graduated 
plans, 91 set an upper lim it to the amount of 
separation pay which could be earned over a 
time span which ranged up to 35 years. W ith few  
exceptions, the maximum amounts called for the 
equivalent of at least 2 or more weeks’ pay. 
Over half (54) of the 91 plans specified maximum  

•payments of 8 weeks or more, some as much as 
a half-year or more.

The amount of dismissal pay was not limited  
in 59 agreements. In this group, a frequent 
relationship between pay and service was to 
grant 1 week’s pa}7 for each completed year of 
service. In other agreements, 1 week’s pay wTas 
allowed for each year of service up to a specified 
number of }^ears; thereafter the ratio of weeks 
of pav to length of service changed at stated  
intervals. The following clause is illustrative:

Each regular employee laid off will be paid a lay­
off allowance in accordance with the following:

An employee with 5 years of service or less will 
be paid 1 week’s pay for each year of service.

An employee with more than 5 but not more 
than 10 years’ service will be paid 1 week’s pay for 
each of the first 5 years and 2 weeks’ pay for each 
year thereafter.

An employee with more than 10 but not more 
than 15 years’ service will be paid 1 week’s pay for 
each of the first 5 years, 2 weeks’ pay for each of the 
next 5 years, and 3 weeks’ pay for each year there­
after.

An employee with more than 15 years of service 
will be paid 1 week’s pay for each of the first 5 years,
2 weeks’ pay for each of the next 5 years, 3 weeks'
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pay for each of the next 5 years, and 4 weeks' pay 
for each year thereafter.

[This clause would entitle a worker dismissed after 
20 years' service, for example, to an aggregate of 50 
weeks’ pay.]

Uniform Plans. Under a uniform plan, a specified 
minimum length of service m ay be necessary to 
qualify for dismissal pay, but all employees who 
qualify receive the same amount, regardless of 
differences in length of service. Such plans were 
found in only 18 agreements. The following clause 
is illustrative of the uniform type of plan:

Any employee with 1 or more years' seniority 
who is dismissed due to lack of work as a result of 
curtailment of production quotas in this plant, or for

health reasons, and for these reasons only, will 
receive 1 week's severance pay of forty (40) hours 
computed at his then current hourly rate (unless a 
different workweek be established during the term 
of this agreement).
The amount m ost frequently allowed under 

the 18 uniform plans was 2 weeks' pay. This 
was specified by 11 of the agreements. Four 
weeks' pay was allowed by 4 agreements, and 
1 week's pay by the remaining 3. A third of the 
18 uniform plans allowed dismissal pay only to  
employees w ith at least 1 year of service, while 
4 agreements required only 6 m onths to qualify. 
The remaining 8 agreements did not specify any  
service requirement.

P a y  a n d  service provis ion s under graduated ty p e s  o f  d ism issa l-p a y  p la n s
MINIMUM PAYMENT AND SERVICE REQUIRED

Total

Num-
Provisions ber of agree­ments

1145
Less than 1 week’s pay._.........1 month to 1 year’s service. 1212
1 week’s p a y .. . .......... . . .3 to 4 months* service.6 months’ service.......8 months’ service.......1 year’s service...........2 years’ service..... . .

672162435

Provisions
Num­ber of agree­ments

2 weeks’ pay________________________ 163 months’ service................................. 16 months’ service................................. 81 year’s service..................................... 12 years’ service..................................... 45 years’ service.................................... 1Service requirement not indicated__ 1
3 weeks’ pay................... ................ ........... 22 years’ service....... ............................ 13 years’ service...................... .............. 1

Provisions
Num­ber of
ments

4 weeks’ pay....... ......6 months’ service. 3 years’ service... 5 years’ service...
201
181

6 weeks' pay ........ .5 years’ service. 8
8

6 weeks’ pay_______6 months’ service. 22
8 weeks’ pay......... .2 years’ service. 2

2

10 weeks’ pay......... .10 years’ service- 1616
MAXIMUM PAYMENT AND SERVICE REQUIRED

Total......................................
30 hours’ pay.........................9 months’ service.........
1 week’s pay..........................1 year’s service................6 years’ service...........
2 weeks' pay_____________10 months’ service..........1 year’s service............2 years’ service________3 years’ service............. .5 years’ service________
3 weeks’ pay..........................5 years’ service________10 years’ service_______20 years’ service..............

>147
11
321

2012
827
52
21

8 weeks’ pay..................................... ........8 years’ service................. I.............. .10 years’ service............ .....................11 years’ service................................. .16 years’ service....................................
10 weeks’ pay..............................................6 years’ service....... .............................10 years’ service...................................
12 weeks’ pay..........................................I year’s service._____ _______ ____10 years’ service................ .................II years’ service...................................16 years’ service.................................. .20 years’ service_________________Service requirement not indicated__
13 weeks’ pay......... ....................................25 years’ service....................................

23
21911
413
8
221111
11

26 weeks’ pay.................12 years’ service___26 years’ service___
28 weeks’ pay.............. .12J4 years’ service.. 18H years’ service. .
30 weeks’ pay________13 years’ service___1 4 years’ service.. 15 years’ service___
60 weeks’ pay................20 years’ service___
88 weeks’ pay...............29 years’ service___
Maximum not specified.

4 weeks’ pay............10 years’ service.
6 weeks’ pay............5 years’ service..9 years’ service-10 years’ service.

22
3111

15 weeks’ pay..........13 years’ service. 15 years’ service.
24 weeks’ pay___35 years’ service.

211
11

211
3 1 2
814 3
1i
11

59

> Five other agreements did not state the minimum amount in terms of weeks’ pay. Two of these five agreements allowed a minimum of $500 after 15 years’ service, and one allowed $500 after 5 years’ service. The other two agreements allowed a minimum of 2 percent of the employee’s annual earnings after 1 year’s service.

> Three other agreements did not state the maximum amount in terms of weeks’ pay. Two of these three allowed a maximum of 6 percent of the em­ployee’s annual earnings after 25 years’ service. The remaining agreement allowed a maximum of $5,000 but was not clear regarding the length of service required to qualify for the maximum.
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Computation of Service and Pay
Since m ost dismissal-pay plans relate the amount 

of pay to length of service, the com putation of an 
employee's length of service becomes a m atter of 
prime concern. In  most instances, the agreements 
specified that such service m ust be continuous. 
Service credits of rehired workers begin with their 
reemployment, as expressed in the following typ­
ical clause:

Any employee who receives lay-off allowance as 
herein provided, and who is subsequently reinstated 
in employment with the company within two (2) 
years from the date of such lay-off, shall not again be 
eligible for additional lay-off allowance until he ac­
cumulates two (2) additional years of unbroken con­
tinuous service credits with the company. Upon 
establishing two (2) years additional continuous serv­
ice credit after such reinstatement, the employee shall 
again be entitled to lay-off allowance in accordance 
with his established unbroken continuous service 
credit with the company if again laid off under the 
conditions herein provided.
Few agreements specified the actual monetary 

amount of dismissal pay to which eligible em­

ployees were entitled. Usually it was stated as a 
designated number of hours' or weeks' pay. 
Com putation of the amount was related, on some 
agreed-upon basis, to the earnings of the individual 
worker.

The m ost common rate (specified by 67 of the 
168 agreements) was the regular hourly or weekly 
rate received by the employee at the time of 
separation. Another group of 53 agreements 
provided for paym ent on the basis of the em­
ployee's average hourly or weekly earnings, cal­
culated over a specified period prior to the time of 
dismissal.

Lump-sum paym ents, usually at the time of 
dismissal, were specified in all but 7 of the 168 
agreements with dismissal-pay clauses. However, 
in a few instances a waiting period of 4 to 6 weeks 
was required. Several provided for paym ent in 
weekly or m onthly installments.

Seven agreements provided that an employee's 
earned dismissal pay could be converted to a 
death benefit payable to the beneficiary or estate  
of an employee. All but one of these seven agree­
ments were in the printing and publishing industry.
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Sickness and Accident Benefits 
in Union Agreements, 19491

Some type of nonoccupational sickness or accident 
benefit clause was incorporated in  3 out of every 
10 collective bargaining agreements recently  
analyzed by the U . S. Departm ent of Labor's 
Bureau of Labor Statistics. Under provisions of 
about 80 percent of these, employers agreed to 
bear the entire cost of such benefits.

D ata  as to prevalence and provisions of sick 
leave and accident benefit clauses were derived 
from a study of 2,148 labor-management agree­
ments covering more than 3% million workers 
during 1949. These agreements were widely  
distributed throughout the U nited States. About 
48 percent were negotiated by AFL unions; 39 
percent by  CIO unions; and 12 percent by un­
affiliated or independent unions.2 Firms , engaged 
in  manufacturing were covered by 1,595 contracts 
and 553 contracts involved nonmanufacturing 
firms. Agreements of manufacturing firms were 
distributed among 18 major industry groups; 
agreements of nonmanufacturing firms, among 8 
groups (see listing in adjoining colum n).

A ttem pts by  workers to reduce the financial 
burdens resulting from illness of wage earners are 
not new in the history of the American trade-union  
m ovement. Skilled handicraftsmen had joined 
together to provide some type of m utual sickness 
insurance, even before they formed organizations 
for the purpose of collective bargaining.8 Em ploy­
ers, too, have for m any years voluntarily provided  
sickness disability benefits.4

A tendency to incorporate sick and accident 
benefit clauses in collective bargaining agreements 
developed in the last decade. Although few con­
tracts contained sick benefit provisions before 
World War II ,6 an arbitration award in 1926 ordered 
the inclusion of a clause providing sick benefits in  
an agreement negotiated by the Amalgamated  
Street, Electric Railway and M otor Coach Em -

1 B y  Trying Rubenstein and Dena W olk of the Bureau’s D ivision of Indus­
trial Relations.

> Slightly less than 1 percent were negotiated jointly by the International 
Association of M achinists and A F L  unions.

* Bureau of Labor Statistics. Brief History of the American Labor M ove­
ment, October 1947 (processed report, p. 1).

« BLS Bull. N o. 946, Employee Benefit Plans under Collective Bargaining, 
1948 (p. 2).

•Ib id .

ployees (AFL) and the Chicago Rapid Transit Co.® 
In  1939, a welfare program including sick benefits 
was established by  the Am algam ated Clothing  
Workers (CIO) and the M en's C lothing M anufac­
turers.7

Number of agreements
All industries__________________________________ 2,148
Manufacturing industries_________ _____________ 1, 595

Iron and steel and their products____ _______  174
Electrical machinery________________________ 75
Machinery, except electrical______________  132
Transportation equipment___ _______________ 62
Nonferrous metals and their products_____  75
Lumber, furniture, and finished wood products. 74
Stone, clay, and glass products______________  159
Textiles___________________________________  152
Apparel________     63
Leather and its products____________________ 111
Food______________________________________  184
Tobacco__________________________ 22
Paper_____________________________________  41
Printing and publishing_____________________ 64
Chemicals_________________________________  69
Petroleum and coal products________________  50
Rubber________________    52
Miscellaneous____ ______________   36

Nonmanufacturing industries____________________ 553
Mining, crude petroleum, and natural gas pro­

duction_________________________________  30
Transportation_____________________________ 75
Public utilities_____________________________  95
Services__________________________    150
Retail trade........ .............       96
Wholesale trade______________    77
Construction_______________________________ 18
Miscellaneous______________________________  12

The N ational War Labor Board's wage stabiliza­
tion policy stim ulated the introduction and growth 
of sick benefit programs. T his policy confined 
wage increases within rather narrow limits but 
was relatively more lenient w ith regard to fringe 
benefits granted. M any unions, under this policy, 
secured sick benefits in  their contracts in lieu of 
wage increases. U sually, the NW LB approved 
sick leave benefits when the cost to the employer 
was not expected to exceed 5 percent of the em­
ployee's annual salary or wages.8

Since the end of World War II, the National 
Labor Relations Board has ruled that an em- * •

• National Industrial Conference Board, Compulsory Sickness Compensa­
tion for N ew  York State, 1947 (p. 8).

» Ibid.
• National War Labor Board Interpretative Bull. N o. 3, April 1,1945.
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ployer’s refusal to bargain on group insurance sick­
ness plans constituted an unfair labor practice.9 
The Supreme Court of the U nited States has not 
yet ruled on this decision of the Board. However, 
in a much publicized case involving the Inland 
Steel Co. and the United Steelworkers of America 
(CIO) the Court refused to review a Board order 
holding the company guilty of an unfair labor 
practice for refusing to bargain over another type 
of employee welfare benefit— pensions.10

M any unions sought sick benefit provisions in 
their collective bargaining agreements because 
the Social Security Act which provides certain 
other types of employee insurance does not cover 
sickness disability of workers, W ith some ex­
ceptions,11 individual States do not provide such 
protection by law.
Prevalence and Costs of Benefits

Of the 2,148 agreements analyzed, 678 provided 
benefits to employees temporarily unable to con­
tinue work because of sickness or accident incurred 
while not on the job. In 408 agreements, benefits 
were provided through group insurance plans.12

Under most sickness and accident group insur­
ance plans (283), premiums were paid by the em­
ployer. A typical clause providing for employer 
payment of group insurance follows:

The Company will provide for each employee 
covered by this agreement, who has been in the em­
ploy of the Company at least 90 days, a policy of 
insurance with the [name of company] Insurance 
Company, providing for * * * nonoccupational
accidental sickness insurance benefits in the amount 
of $15 per week for a maximum period of 13 weeks, 
starting with the eighth day of disability in the case 
of sickness, and the first day of disability in the case 
of accident.
In 113 contracts which granted sickness and 

accident disability benefits covered by group 
insurance, costs were borne equally by employer 
and the employee; for example:

« W. W. Cross & Co. (77 NLRB 1162).
1° Inland Steel Co. v. N L R B  (U. S. Sup. Ct., Apr. 25,1949). 
a California, New York, New Jersey, and Rhode Island provide for sick 

benefits. The legislature of the State of Washington has also passed a dis­
ability benefits law, but the operation of the law has been suspended pending 
a referendum at the November 1950 election.

a An additional 40 agreements referred to group insurance plans covering 
employee benefits but did not specify whether or not sickness and accident 
benefits were included. In this study, these 40 agreements were not con­
sidered as providing sickness and accident insurance.

Sickness and accident group insurance plans are frequently incorporated, 
by reference only, in collective bargaining agreements, details being provided 
in separate documents. Information from such separate documents was 
included in this study in all cases where they were available.

It is agreed that each employee will be provided
with * * * $20 per week disability insurance.
The cost of this insurance is to be divided equally
by the employee and the company.
A few agreements (12) providing disability 

insurance did not specify the apportionment of 
costs between employees and employer. N o refer­
ence to group insurance appeared in 270 contracts 
providing sickness and accident benefit payments. 
In these, employers agreed to pay all costs con­
nected with benefits stipulated.13
Amount of Weekly Benefits

Of the 678 agreements with sickness and acci­
dent disability provisions, 490 contained details 
concerning the amount of each benefit paym ent to 
which eligible employees were entitled.14 In  153 
of these all employees covered (except women 
who— in 12 agreements— received smaller pay­
ments than m en )15 were eligible for payments of 
the same amount regardless of difference in in­
dividual wage rates or earnings. In these 153 
agreements, employee benefits were covered by  
group insurance. W eekly payments ranged from 
$6 to $30. The bulk of these agreements—more 
than 75 percent— provided payments falling be­
tween $10 and $20 per week.

Amount of weekly sickness benefit Number of agreements
Total___________________________________ *153
$6.00-$9.99_____________________________ 10
$10.00-$15.00__________________________  60
$15.01-$20.00__________________________  58
$20.01-$25.00__________________________  21
$25.01—$30.00__________________________  4

1 Includes 12 agreements which allow women a smaller weekly benefit 
payment than men. These agreements are classified according to the amount 
received by male employees.

In 337 of the 490 agreements, individual benefit 
paym ents were based on pay rates or weekly  
earnings. In 258 of these, the amount of single 
payments was expressed only by reference to 
earnings as in the following example:

i* By adding these 270 contracts to the 283 under group insurance which 
provided for payment solely by the employer, it was found that 4 out of 5 of 
the 678 contracts which stipulated sickness and accident benefits provided 
that the costs of such payments were to be borne entirely by the employers. 
Supra, (p. 16). 

i* Supra; footnote 12.
» E. g., “The employer has agreed to put into effect an insurance plan, 

including sick benefits. Such plan as follows • * * accident and sick­
ness weekly indemnity of $20 for each male employee and $15 for each female 
employee • *
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Sick-leave pay will be computed on the basis of the 

employee’s straight-time rate and his normal work­
week.
The remaining 79 agreements provided group 

insurance plans and stipulated maximum benefits 
ranging from $14 to $40 per paym ent. Of these 
79 agreements, 85 percent provided maximum  
benefits of $20 to $40.

Maximum amount of weekly benefit Number of agreements
Total__________________________________  1 79
$14.00-$15.00____________     2
$15.01-$20.00______   5
$20.01-$25.00___________________________ 21
$25.01-$30.00___________________________ 18
$30.01-$35.00__________________  11
$35.01-$40.00...................................- .......... .. 18
Other3_________________    4

1 Includes 2 agreements which allow men a greater weekly benefit than 
women. These agreements are classified according to the amount received 
by male employees.

* These agreements did not clearly state the amount of the maximum 
benefit, although they provided for a graduation of benefits on the basis of 
earnings.

Length of Benefit Period
Under 286 agreements, length of service was not 

a factor in determining the maximum number of 
weekly paym ents to which eligible employees were 
entitled (table, p .19 ). In these a uniform .num ­
ber of paym ents was allowed for each employee 
covered. The greatest number of agreements 
within the group stipulated 13 weekly payments 
as the maximum to which an employee was 
entitled. Some contracts (115) limited the num­
ber of weekly benefit paym ents for each separate 
disability but did not lim it the total number of 
paym ents which an employee m ay receive in any 
one year. A typical clause reads:

Weekly payments as shown in the following 
schedule will be made beginning with eighth day 
of disability due to sickness not covered by Work­
m ens Compensation and will continue for a maximum 
of thirteen (13) weeks for any one disability.
Other agreements (118) limited the total num­

ber of paym ents which an employee m ay receive 
in 1 year. The remaining 53 specified a maximum  
length of disability period but were not clear as 
to whether this maximum applied to any one 
disability or any one year.

In 130 agreements, the number of weekly 
benefit paym ents permitted was related to the 
length of the em ployee’s service. All but 30 of

these agreements established lim its on the number 
of paym ents permissible. Some agreements al­
lowed as a maximum a specified number of weeks 
at full pay and an additional number of weeks at 
half pay. In  these instances, total tim e granted 
was converted to full weeks for purposes of this 
tabulation, e. g., an agreement allowing 4 weeks 
at full pay and 4 weeks at half pay was classified 
as allowing 6 weeks. In  the agreements studied  
no definite pattern of relationship between em­
ployees’ length of service and number of dis­
ability paym ents granted was evident. Informa­
tion concerning the number of paym ents granted 
was not available in the remaining 262 agreements 
providing sickness and accident benefits.

Number ofMaximum allowance per year agreements
Total___________________________________  130
1 week________________ i _________________ 5
2 weeks_________________________________  10
3 weeks_________________________________  10
4-6 weeks_______________________________  12
7-9 weeks_______________________________  8
10-12 weeks_____________________________  4
13-15 weeks_____________________________  25
16-18 weeks_____________________________  3
19-21 weeks_____________________________  1
22-24 weeks_____________________________  11
25-27 weeks_____________________________  7
28-30 weeks_____________________________  2
31-33 weeks_____________________________  1
34-36 weeks_____________________________  1
No limit specified 1_______________________  30

i Agreements in this category provided increasing benefits based on length 
of service but placed no limit on the number of payments allowable.

Other Provisions
Accumulation or carry-over of unused sick bene­

fits from year to year was allowed by 50 agree­
ments. All but two of these established a ceiling 
on the amount of unused leave which could be 
accumulated (65 days was the highest specified). 
Four agreements permitted only long-service em­
ployees to carry over unused leave from year to  
year. One of these agreements allowed this priv­
ilege to employees with 14 years’ service; the other 
three permitted a carry-over of 50 percent of un­
used leave by employees w ith 5 years’ service and 
100 percent by those w ith 10 years’ service.

A waiting period between the beginning of dis­
ability and the start of benefit paym ents was 
specified by 264 agreements. Probably, the pur-
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D u ra tio n  of sickness and accident benefit paym en ts  1

Number of agreements

Length of period
Total

Specifying .maxi­mum period al­lowable for each—
Not speci­fying appli­cation of maximum periodDisability Year

Total................. ............... . . . 286 115 118 53
Lps* than 1 week 2 21 week. ___________ 56 562 weeks _____________ 32 323 weeks.. _____________ 2 24 weeks. 2 25 weeks 1 18 weeks 1 19 weeks.. ______________ 2 210 weeks.................................. 11 1 8 213 weeks....... ........... .............. 149 99 7 43Ifi weeks . _ _ 2 1 12ft weeks 1 126 weeks................................ 20 8 5 752 weeks _________ 5 5

1 This tabulation includes only those agreements which did not specifically relate the duration of benefit payments to worker’s length of service.

pose of such a requirement is to reduce the cost 
of the sickness benefit program. In  some in­
stances, the purpose may be to prevent malingering.

One week was the waiting period m ost commonly 
specified, 188 of the agreements having this provi­
sion. A waiting period of only 1 day was required 
by 14 agreements, 2 days by 25, 3 days by 33, and 
4 days by 1 agreement. The longest waiting 
period was 2 weeks, specified by three agreements.

Of the 264 agreements, 99 waived the waiting 
period requirement if an accident caused the dis­
ability. In  addition, 21 agreements waived the 
waiting period for employees w ith 10 years’ serv­
ice, and 2 agreements waived the waiting period 
for employees w ith 1 year’s service. Retroactive  
paym ent for the waiting period was permitted in

8 agreements, if the illness extended for more than  
a specified duration.

Paid m aternity leave was specified in 114 agree­
ments. M ost of these— 97 agreements—limited 
the length of the benefit period to 6 weeks. Of 
the remaining agreements, 4 weeks’ paid maternity 
leave was allowed by 13 agreements, 13 weeks by  
3, and 3 weeks by 1. A typical maternity benefit 
provision reads:

Pregnancy cases will be compensated by 6 weeks of 
compensation at $15 per week.
Sickness benefits were not allowed under the 

terms of 92 agreements, if the disability was due 
to such causes as alcoholism, drug use, venereal 
disease, or self-inflicted injuries. The following 
clause is illustrative:

Payments shall not be made when employees are 
absent from work because of disability due to sickness 
or injury caused by or as a result of—

(1) Intoxication
(2) The use of narcotics
(3) Venereal disease
(4) Fighting, unless in self-defense against un­

provoked assaults, or
(5) Horseplay

M edical evidence of disability, such as a certifi­
cate from the em ployee’s physician, or an exam­
ination by the company physician, was required 
by 197 agreements, as illustrated in the following 
clause:

An hourly employee is eligible under this (disability 
pay) plan if * * * he provides the company with 
a doctor's certificate, as proof that his absence was 
due to his legitimate nonoccupational disability.
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Union-Security Provisions 
in Agreements, 1949-50

In h a l f  o f  t h e  2,159 collective-bargaining agree­
m ents analyzed for union-security clauses, provi­
sions required that workers covered by the contract 
either m ust be union members at the time of 
hiring or become members within a specified 
period after starting work. In  addition, almost 
two-thirds (64 percent) of the agreements examined 
by the Bureau of Labor Statistics called for some 
type of check-off of dues alone, or of dues and 
other union assessments.

All the agreements studied were in effect during 
all or some part of 1949. M any remained effective 
in 1950. T hey covered an estim ated 4,000,000 
workers employed throughout the United States 
in 20 major manufacturing and 8 nonmanufactur­
ing groups. Forty-seven percent of the agree­
m ents were negotiated by unions affiliated with  
the AFL; 40 percent by unions affiliated with the 
C IO ;1 and 13 percent by unaffiliated or independ­
ent unions.2

Every collective-bargaining agreement in itself 
implies a certain degree of union status or security. 
However, most contracts include specific clauses 
defining the extent or type of union security in 
the plant or establishment. The particular type 
of security clause included frequently depends on 
such factors as the relative economic strength of 
the union and employer, conditions peculiar to 
particular industries, the' legal framework within 
which the contract is consummated, and patterns 
established in the history of bargaining in the 
industry and between the particular employer and 
the union involved.

Union-security clauses maybe classified, broadly, 
into three major categories: union shop and its 
variations; membership maintenance; and sole 
bargaining.3 Of these three types, the union shop 
was most prevalent among the agreements ana- * *

1 Includes agreements of unions which, at the time of the survey, were 
affiliated with the CIO but which have since been expelled.

* Includes 14 signed jointly by the International Association of Machinists 
and various AFL affiliates.

* For examples of these various types of clauses, see U. S. Dept, of Labor, 
Bureau of Labor Statistics, Bulletin 908: Union Security Provisions in Col­
lective Bargaining.

lyzed (table 1). “Union-shop” agreements require 
that all or nearly all employees in the collective
T a b l e  1.— T yp es o f u n ion -secu rity  provis ion s established by 

collective-bargaining agreem ents

Types of union security
All agree­ments in sample1

Agreements with employ­ment data

Agreements Workerscovered
Num­ber Per­cent Num­ber Per­cent Number Per­cent

Total..................................... ...... 2,159 100 1,622 100 3,154,000 100
Union shop.................. ............. 1,080 50~ 802 49 1,259,000 40Membership maintenance____ 444 21 334 21 752,000 24Sole bargaining...................... . 635 29 486 30 1,143,000 36

1 Not included in the final sample of 2,159 agreements were 16 contracts which had no union-security provision and 143 in which union-security provisions could not be definitely classified. Most of these agreements made the type of union security contingent on developments and interpre­tations of the Labor Management Relations Act of 1947, or various State laws. The most significant of these are the national anthracite and bitumi­nous-coal mining agreements, covering approximately 450,000 workers, which provide for a union shop “to the extent ana in the manner permitted by law.” Also excluded is the company-wide contract between the Ford Motor Co. and the United Automobile Workers (CIO) , covering 115,000 workers, which rovides for a union shop except for plants in States where the union shop is anned by law. The contract between the General Motors Corp. and the Auto Workers (CIO), covering about 250,000 workers, is here classified in the sole-bargaining category; since the survey date, a new contract incorpo­rating a modified union-shop provision has been signed. The incorporation of the above contracts in the union-shop category would bring the total number of workers covered to over 2,000,000.Another group of 87 agreements were eliminated from the sample because their check-off provisions could not be definitely classified and thus corre­lated with the union-security clauses of the same agreements. Of this group, 63 percent called for a union shop, 16 percent for maintenance of member­ship, and 21 percent for sole bargaining.Finally, because of lack of an adequate sample, agreements in the con­struction industry (traditionally union shop) and in the railroad industry (where the union shop is prohibited by law) were not included in the study.

bargaining unit be members of the union. “M ain­
tenance of union membership” agreements stipu­
late that all employees who were union members 
when the contract became effective, or join the 
union while the contract is in effect, m ust remain 
union members in good standing during the life of 
the agreement. “Sole bargaining” contracts are 
those in which the union is recognized only to the 
extent that it is accorded the right to bargain for 
all employees in the unit, irrespective of whether 
the workers are or are not members of the union.
Union Shop

The frequency of union-shop clauses in contracts 
in major industry groups is shown in table 2.
In  8 of the 20 manufacturing industry groups and 
in 5 of the 8 nonmanufacturing groups, more than  
half of the agreements surveyed provided for 
union-shop clauses.

Union-shop agreements are of two general 
types, w ith the following requirem ents:
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(1) Em ployees m ust be members of the union 

before beginning work. Less than a tenth, or 93 
of the 1,080 union-shop agreements, were in this 
category. Although some of these agreements did 
not state specifically that an employee m ust be a 
union member before starting work, the stipulated  
conditions of employment were such that the 
great majority of workers hired would be union 
members.

(2) N ew  employees, not union members at time 
of hiring, m ust join within a specified time after 
starting work. The greatest number (987) of the 
union-shop agreements contained this stipulation.

Table 2.— T yp e  o f u n ion  secu rity  by in d u stry

Major industry group
Num­ber of agree­ments insample

Percent of agreements providing—
Mem- Union bership shop mainte­nance

Solebar­gaining

T otal...................... ..............................................
Manufacturing.......................................

Apparel and other finished textile prod­ucts..................................................................Printing and publishing................................Paper and allied products.............................Food and kindred products...................... --Lumber and timber basic products....... ..Professional and scientific instrum ents...Textile mill products............................... .......Stone, clay, and glass products..................Transportation equipm ent...........................Furniture and finished wood p rod u cts... Fabricated metal products, except ord­nance, machinery, and transportationequipm ent...... ................. ....... ....................Rubber products----------------------------------Primary metal industries.................... .........Leather and leather products.......................Chemicals and allied products---------------Machinery, except electrical.................—Tobacco.......................... ................ ...................Electrical machinery......................................Petroleum and coal products....................M iscellaneous1.................................................
Nonmanufacturing..................................

Hotels and restaurants............ .......... ...........Wholesale and retail trade---------------------Services1........................ .............................. ..Transportation..................................................U tilities, electric and gas...............................M ining, crude-petroleum and natural-gasproduction................. ....................................Communications........... ............. ....................M iscellaneous*............ ....................................

2,159 50.0 21.0 29.0
1,681 47.0 £3.0 30.0

86 88.0 12.053 75.0 10.0 15.058 72.0 14.0 14.0172 71.0 8.0 21.047 64.0 2.0 34.025 52.0 24.0 24.0150 51.0 12.0 37.0154 48.0 12.0 40.073 45.0 33.0 22.060 37.0 20.0 43.0
158 37.0 38.0 25.048 36.0 8.0 56.0103 35.0 40.0 25.0103 34.0 54.0 12.070 33.0 30.0 37.0155 32.0 30.0 38.016 31.0 19.0 50.058 31.0 33.0 36.049 10.0 29.0 61.043 53.0 21.0 26.0
478 69.0 13.0 £8.0
42 90.0 5.0 5.0104 71.0 2.0 27.081 68.0 11.0 21.073 59.0 12.0 29.0115 49.0 23.0 28.0
25 24.0 28.0 48.026 12.0 19.0 69.012 58.0 17.0 25.0

1 Includes jewelry and silverware, buttons, musical instruments, toys, athletic goods, ordnance, and ammunition.* Includes financial, insurance, and other business services, personal serv­ices. automobile repair shops, amusement and recreation establishments, and medical and other nealth services.* Includes farming, fishing, educational institutions, nonprofit membership organizations, and governmental establishments.

Of these 987 contracts, 120 provided a modified 
union shop in that certain groups of employees 
were specifically excluded from the requirement 
that they become union members within a given  
time after hiring.4 Preference to union members

in filling vacancies was also provided in 163 of 
the union-shop agreements.

H ighest proportion of union-shop contracts 
occurred in the Pacific region, consisting of Cali­
fornia, Oregon, and W ashington (table 3 and chart 
1). In  this area about 7 out of every 10 agree­
ments analyzed called for a union shop. B y  con­
trast, the proportion of such clauses was lowest 
(13 percent) in the W est South Central States 
(Arkansas, Louisiana, Oklahoma, and Texas.)

Two-thirds of the 1,012 agreements negotiated

Table 3.— U nion -security and  check-off provisions in  agree- m ents, 1 9 4 9 -5 0 , by region

Region
Num­ber of agree­ments insample

Percent of agreements providing— Percent of agree­ments with check-off provi­sions
Unionshop

Mem­bershipmainte­nance
Solebargain­ing

Total................................... 2,159 50.0 21.0 29.0 64.0
New England.......................... 190~ 58.0 14.0 28.0 72.0Middle Atlantic............ ...... 448 58.0 21.0 21.0 67.0East North Central............... 546 49.0 25.0 26.0 67.0West North Central............... 181 46.0 34.0 20.0 60.0South Atlantic____________ 156 22.0 13.0 65.0 81.0East South Central................. 102 31.0 20.0 49.0 79.0West South Central............ . 94 13.0 19.0 68.0 72.0Mountain....... 42 48.0 28.0 24.0 55.0Pacific........................... 248 71.0 11.0 18.0 32.0Interstate1............ ............. 152 54.0 18.0 28.0 62.0

1 Each of these agreements covers two or more plants located in different States, and, in some cases, in different regions.

4 A sample of a “modified” union shop is the latest General Motors con­
tract with the United Automobile Workers (CIO) concluded May 29,1950. 
The contract provides:

“ (4a) Any employee who is a member of the Union in good standing 
on the effective date of this agreement shall, as a condition of employ­
ment, maintain his membership in the Union to the extent of paying 
membership dues and International and local Union general assessments 
uniformly levied against all Union members. Such employee may have 
his membership dues and such assessments deducted from his earnings 
by signing the form for ‘Authorization for Check-off of Dues,’ or if no 
such authorization is in effect, he must pay his membership dues and 
such assessments directly to the Union.

“ (4b) Any employee who on the effective date of this agreement is 
not a member of the Union shall not be required to become a member 
of the Union as a condition of continued employment. Any such em­
ployee, however, who during the life of this agreement joins the Union 
must maintain his membership thereafter as provided in paragraph (4a).

“ (4c) Any employee hired on or after the effective date of this agree­
ment shall become a member of the Union upon acquiring seniority, 
and he shall, as a condition of employment, maintain bis Union mem­
bership for one year to the extent of paying membership dues and Inter­
national and local Union general assessments uniformly levied against 
all members, subject to the following:

“ (1) If not more than twenty days and not less than ten days imme­
diately preceding the first anniversary date of his acquisition of seniority 
such employee notifies the Corporation and the Union in writing that 
he has resigned from Union membership, such action shall automati­
cally cancel his ‘Authorization for Check-off of Dues,’ and such employee 
shall not be obliged thereafter to maintain his membership in the Union, 
nor pay any dues or assessments as a condition of employment during 
the remaining life of this agreement.”
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by unions affiliated w ith the AFL called for a 
union shop (table 4). Of the agreements negoti­
ated by CIO affiliated unions and by the un­
affiliated or independent unions, slightly more 
than a third provided for a union shop.

Tables 2, 3, and 4 also contain data for union- 
security clauses providing membership m ainte-

Table 4.— U nion -secu rity  and check-off provisions in  agree­
m ents, 1 9 4 9 -5 0 f by u n ion  affiliation

Num­ber of
Percent of agreements providing— Percent of agree­ments with check-off provi­sions

Union affiliation agree­mentsinsample Unionshop
Mem­bershipmainte­nance

Solebargain­ing

Total----- ------------------------ 2,159 50.0 21.0 29.0 64
American Federation of Labor. 1,012 67.0 13.0 20.0 41Congress of Industrial Organ­izations.............................. . 856 35.0 27.0 38.0 91Independent unions1.............. 291 36.0 26.0 38.0 65

1 Includes 14 agreements jointly negotiated by the International Association of Machinists (Ind.) and various AFL affiliates.

nance and sole bargaining by industry, region, and 
union affiliation.

Check-off Provisions
About two-thirds of the 2,159 agreements 

included in the survey contained some “ check-off” 
arrangement; i. e., the employer deducts from the 
worker’s pay envelope and remits to the union at 
regular intervals a sufficient amount of m oney to 
cover the worker’s union dues and possibly such 

other items as initiation fees, assessments, and 
fines. The check-off is not necessarily a part of 
any one type or characteristic of union security, 
but may be agreed upon in connection w ith the 
union-shop, maintenance-of-membership, or sole­
bargaining types of clauses.

In  manufacturing industries, the proportion of
agreements w ith  check-off provisions ranged from  
a low of 19 percent (10 of 53 agreements) in print-

Chart 1. Union-Security Provisions in Collective Bargaining Agreements

^PERCENTAGE DISTRIBUTION BY REGION, 1949

|  U nion S h o p
V  y - w  13 19 6 8  j j o L  7  V I N T E R S T A T E ^

|  M em bership 
a m aintenance

S o le  b arg ain in g
5 4  IS 28

UNITEO STATES DEPARTMENT OF LABOR 
BUREAU OF LABOR STATISTICS
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ing and publishing to a high of 95 percent (143 out 
of 150 agreements) in textile-mill products (table 
5). Of the 1,681 agreements covering manufac­
turing firms, 266 provided for check-off of dues, 
initiation fees, and assessments; 312 provided for 
check-off of dues and initiation fees; and 586 
provided for check-off of dues only (chart 2).

In  the nonmanufacturing group, the proportion 
of agreements w ith check-off provisions ranged 
from a low of 30 percent in the transportation

m ents which provide for some form of union shop 
are least likely to contain the union dues check-off. 
Thus, for example, in the apparel and printing 
trades, the relatively high frequency of union- 
shop provisions is accompanied with a substan­
tially smaller proportion of check-off clauses.

B y  contrast, in such industries as tobacco, 
rubber, and chemicals the proportion of agree­
ments providing for the check-off is relatively  
high but union-shop clauses are less frequent.

Chart 2. Distribution of Agreements, 
by Type of Checlc-oflf Arrangements

MANUFACTURING INDUSTRIES
„ 1611 AGREEMENTS

Outs ft initiot ion foes 

Out* initiotion (••*,

No provision

NONMANUFACTURING INDUSTRIES
47S AGREEMENTS

Duos only

Outs a  initiotion ftts  

Outs, initiation fttt. 
a  osstssmtnts

No provisions

100%

unitcd •tatis oemrtm(mt i 
bureau or la tor statistics

LASOft

industry (22 of 73 agreements) to a high of 92 
percent in mining and crude petroleum production  
(23 of the 25 agreem ents). The communications 
industry had the second highest rate in this group 
(85 percent). Of the 478 agreements covering 
nonmanufacturing workers, 37 provided for 
check-off of dues, initiation fees, and assessments. 
An equal number stipulated check-off of dues and
initiation fees; and 145 provided for the check-off 
of dues only.

Distribution of check-off clauses on a regional 
and union affiliation basis appears in tables 3 and 
4, respectively. These data, as well as those 
shown for the major industry groups, reflect a 
rather definite correlation between the type of 
union-security clause and existence of check-off 
provisions. Generally, it appears that m ost agree-

Table 5.— Prevalence o f  check-off provisions in  collective- 
bargain ing agreem ents, by in d u stry  group

Industry group
Total number of agree­ments in sample

Percent­age of agree­ments with check-off provisions
Total........ .................................. ......................... ........... 2,159 64

Manufacturing _________  ____________ ___ 1,681
150

69
Textile mill products___________________________ 95Tobacco_______________ ____________ _________ 16 94Rubber products_______________________________ 48 94Chemicals and allied products_____ ______________ 70 89Primary metal industries________________________ 103 85Petroleum and coal products_____________________ 49 64Leather and leather products_____________________ 103 81Professional and scientific instruments_____________ 25 76Transportation equipment_______ ______________ 73 75Furniture and finished wood products............. ............ 60 72Machinery, except electrical.......................................... 155 70Electrical machinery............ .................................. ........ 58 69Fabricated metal products, except ordnance, ma­chinery, and transportation equipment____ ____ 158 68Stone, clay, and glass products.................... _........... . 154 63Food and kindred products.. ....................................... 172 54Lumber and timber basic products................................ 47 53Apparel and other finished textile mill products........... 86 43Paper and allied products_______________________ 58 43Printing and publishing______ ___ _______ _______ 53 19Miscellaneous 1___________ __________ _________ 43 67

Nomnanufacturing__________________________ 478
2526

46
928556

Mining, crude-petroleum and natural-gas production.. Communications___________________________ ___Utilities, electric and gas____________________ ____ 115Services *____________________________ _ . 81104 4234Wholesale and retail trade_____________ _________Hotels and restaurants____  _______________ 42 33Transportation._______________________________ 7312 3042Miscellaneous *______________________________ __

See footnotes to table 2.

On the whole, the survey discloses that about 50 
percent of the union-shop agreements also had 
check-off clauses, but about 80 percent of the 
membership-maintenance and sole-bargaining 
agreements called for the check-off of union 
dues or assessments.
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Safety Provisions 
in Union Agreements, 1950
Clauses dealing w ith employee safety were in­
cluded in 51 percent of the 2,411 current labor- 
management contracts recently examined by the 
Bureau of Labor Statistics.1 These “ safety 
clauses”— provisions designed to help reduce the 
risks of occupational hazards— covered more than
T a b l e  1.— P revalence of sa fety  provis ion s in  collective­

bargain ing  agreem ents, by in d u stry  group

Industry group Number of agreements in sample
Percentage of agree­ments with safety provisions

Total.......................................................................... 2,411 51
Manufacturing______  ___________ ______ 1,701

22
66

Petroleum and coal products.................................... 82Transportation equipment...................................... 80 81Chemical and allied products................................... 72 76Paper and allied products......................................... 67 73Stone, clay, and glass products....... ......... .............. 131 73Fabricated metal products, except ordnance, ma­chinery and transportation equipment................ 168 71Primary metal industries...............__....................... 116 67Machinery, except electrical__________________ 169 65Rubber products......................... ............................. 47 62Lumber and timber basic products_____ _______ 53 60Furniture and finished wood products__________ 54 59Leather and leather products_________________ 65 58Professional and scientific instruments......... .......... 26 46Food and kindred products___________________ 169 42Textile mill products________________________ 168 38Electrical machinery________________________ 68 37Apparel and other finished textile mill products... Tobacco.............................. ....................................... 9518 2722Printing and publishing___________ __________ 64 5Miscellaneous1_____________ ____ __________ 49 45
Nonmanufacturing_______  ______________ 710 40

Utilities, electric and gas.............................. ........... 118 86Mining, crude petroleum, and natural gas pro­duction__________________________________ 53 79Transportation_____________________________ 160 42Construction_______________________________ 42 40Wholesale trade..................................... ................... 64 27Services *__________________________________ 106 21Communications___________________________ 30 17Retail trade________________________________ 76 13Hotels and restaurants_______________________ 44 2M iscellaneous3 ____________________________ 17 24
i Includes jewelry and silverware, buttons, musical instruments, toys, athletic goods, ordnance and ammunition.»Includes financial, insurance, and other business services, personal serv­ices, automobile repair shops, amusement and recreation establishments, and medical and other health services.»Includes farming, fishing, educational institutions, nonprofit member­ship organizations, and government establishments.

i Each of these 2,411 contracts was in effect during 1950. In all, they cov­
ered a minimum of 4,000,000 workers. (Employment data were available for 
74 percent of the agreements in the survey.) About 49 percent of the agree­
ments were negotiated by unions affiliated with the AFL; 39 percent by 
CIO unions; and 12 percent by independent or unaffiliated labor organiza­
tions.

2% million workers2 in 20 major manufacturing 
industries and 10 nonmanufacturing groups.

F ifty-six percent of the agreements covering 
firms engaged in manufacturing and 40 percent of 
the agreements of nonmanufacturing firms in­
cluded safety provisions. Among manufacturing 
industries such clauses were m ost common in  
petroleum and coal products and transportation  
equipment agreements. In  each of these major 
industry groups slightly over 80 percent of the 
contracts included in the survey had safety clauses.

In  nonmanufacturing industries safety clauses 
were concentrated among contracts of two major 
industry groups. These were electric and gas 
utilities in which 86 percent of the contracts con­
tained such clauses; and mining and crude petro­
leum with 79 percent of the agreements containing 
safety clauses.
Types of Safety Clauses

Provisions dealing w ith the problem of occupa­
tional hazards were incorporated in various types 
of clauses of the collective bargaining agreements 
studied. Labor-management com m ittees to pro­
m ote safe operations in the plant were established  
in 28 percent of the 1,232 agreements with safety  
provisions, a general pledge by management and 
labor jointly— or, by management solely— to fur­
ther the safety of workers on the job. Others 
listed responsibilities and rights of management; 
and, those of unions and of employees in main­
taining safe working conditions.

A number of contracts combined several m eth­
ods of dealing with the problem of workers' safety. 
For example, it was not uncommon for contracts 
to provide joint labor-management committees 
while also fisting management responsibilities.
Joint Committees—Prevalence

In  the rubber industry 65 percent of the con­
tracts with safety clauses provided for the estab­
lishment of safety com m ittees. (M ost of these 
covered plants of the four largest rubber com-

* Employment data were available for 76 percent of 1,232 contracts with 
safety clauses.
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panies.) More than half of the contracts with 
safety clauses in mining and crude petroleum pro­
duction, and in primary metals industries called 
for joint committees; as did about 45 percent of 
such agreements in the chemicals, and stone, clay, 
and glass products industries. Approximately 
30 percent of the agreements in the petroleum and 
coal products, lumber and timber basic products, 
and machinery (except electrical) industries also 
provided for such committees.

Jurisdiction of Committees
Seventy-nine of the 349 contracts which estab­

lished joint safety committees contained no state­
ment as to the functions of such committees. A  
breakdown of safety com m ittees7 functions in the 
remaining 270 agreements is shown in table 2. 
M any of these functions appeared singly in some 
contracts and in various combinations in others.
Table 2.— F unctions o f sa fety  com m ittees in  2 7 0  contracts

Number of times provided*
Advisory functions

Formulate recommendations on safety matters to man*agement......................................................... ...................Inspect for safety conditions and/or sanitary facilities ofplant..................................................................................“Promote health and safety” .................................. ..........Receive and study employee suggestions and reports per­taining to safety.................................................... ...........Determine and make recommendations on safety devicesto be installed....................................................................Investigate accidents and analyze their causes..................Educate employees on safety......................- ......................Check on welfare of employees injured on the job. ..........Cooperate with safety engineers in formulating safety programs..........................................................................

114
5330
23
21
1254
2

Executive functions
Enforce compliance with safety and health laws andrules....................................... ........................................ .Settle all disputes on health or safety matters................. . 1 14

♦ Since some agreements provide for more than one function the total ex­ceeds 270.

Functions of the safety committee stipulated 
in the agreements analyzed were predominantly of 
an advisory character. Under certain provisions 
the committees were instructed to consider and 
make recommendations on any or all plant health  
and safety problems such as the promotion of 
health and safety. Under other provisions the 
committees were required to inspect plants for 
safety conditions and sanitary facilities; investi­
gate accidents and analyze their causes; and make 
recommendations on safety devices to be installed, 
etc. The following clause illustrates those pro­

visions which assigned an advisory role to the  
committee:

The functions of the safety committee shall be to 
advise with plant management concerning safety and 
health matters. * * * In the discharge of its
function, the safety committee shall: consider exist­
ing practices and rules relating to safety and health, 
formulate suggested changes in existing practices and 
rules. Advices of the safety committee, together 
with supplementary suggestions, recommendations, 
and reasons, shall be submitted to the plant General 
Superintendent for his consideration and for such 
action as he may consider consistent with the com­
pany's responsibility to provide for the safety and 
health of its employees during the hours of their 
employment.
Less frequently, the com m ittees7 functions were 

of an executive type. The following clause, for 
example, made all recommendations of the safety  
committee mandatory.

The Employer shall adopt all recommendations 
agreed upon by a majority of the safety committee.

If the safety committee is unable to reach a majority 
decision on any question of safety, the question shall 
be referred to the person or persons selected by the 
majority of the committee to decide the issue. The 
decision of such person or persons shall be carried out 
by the employer.
Among the contracts analyzed, as in the follow­

ing illustration, the committee was authorized to 
order employees off the job when the tasks per­
formed were considered abnormally hazardous:

The Safety and Health Committee shall have 
authority, by a majority of four (4) votes, to order 
employees off jobs when abnormal hazards are present.
In the event that the committee should be equally 
divided, the matter shall be referred immediately to
a special safety and health arbitrator for disposition * * *
A few agreements vested in the joint committee 

power to settle disputes between employers and 
employees involving safety matters. The follow­
ing clause of the National Bituminous Coal 
M ining agreement is illustrative:

There is hereby established under this agreement a 
Joint Industry Safety Committee composed of four 
members, two of whom will be appointed by the Mine 
Workers and two of whom will be appointed by the 
Operators, whose duty it shall be to arbitrate any 
appeal which is filed with it by any Operator or any 
Mine Worker who feels that any reported violation 
of the [Mine Safety] Code and recommendations of 
compliance by a Federal Coal Mine inspector has not 
been justly reported or that the action required of 
him to correct the violation would subject him to 
irreparable damage or great injustice.
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Members’ Pay and Meeting Schedule

W hether com m ittee members would be paid for 
tim e spent at m eetings was not specified in most 
agreements. A few specifically prohibited pay­
m ent for time so spent. However, about 1 in every 
10 of those calling for safety com m ittees stated  
that the employer would compensate union 
representatives for tim e lost from their regular 
jobs. In  addition, 1 in every 20 agreements pro­
vided that only tim e spent on plant inspections 
would be paid for. A few contracts placed maxi­
mum lim its on the amount of time for which com­
m itteem en would be paid.

Frequency of meetings was stipulated in about 
a fourth of the agreements establishing safety  
committees. M ost of these called for m onthly 
m eetings; in some instances, com m ittee meetings 
were scheduled 3 or 4 m onths apart.

The following clause is illustrative of provisions 
which specified the frequency of meetings and 
remuneration to com m ittee members for time 
spent at such meetings:

One meeting a month shall be held by the Safety 
Committee. The date, hour and place of meeting 
shall be determined by the employer. Temporary 
changes in the date and hour for single meetings may 
be made by joint action of the Safety Committee. 
Time spent in Safety meetings by Union committee­
men shall be paid for by the employer at straight time 
or overtime rates, whichever would be applicable 
under existing contracts, laws and regulations.

Other Safety Provisions
To analyze the range and variety of safety  

clauses in collective-bargaining agreements covered 
by the survey, a sample of slightly over a quarter 
(329) of the 1,232 contracts w ith safety provisions 
was examined in greater detail (see table 3). No  
agreements providing safety committees were 
included in this sample. Some agreements in this 
sample contained more than one of the enumerated 
provisions. The total is therefore larger than the 
actual number of agreements studied.

The general type of safety provision is usually a 
simple statem ent of the intent of management or 
management and union to eliminate health-safety  
hazards insofar as possible. One such clause 
stated:

The union will cooperate with the company in the 
objectives of eliminating accidents and reducing 
health hazards as far as is practical.

Table 3.— V a rie ty  o f safety  clauses in  u n ion  agreements

Type of provision
Frequency of occurrence in sample of 329 contracts analyzed

General safely clauses Number PercentManagement, or union-management pledge to maintain safe working conditions.................................... .............. 211 64Management pledge to comply with Federal, State, or local laws........................................................................ 79 24
Rights and responsibilities

Management:Employer required to install or furnish safety devices. 113 34Employer to maintain adequate sanitation facilities. 97 29Employer to maintain first-aid facilities..................... 68 21Employer to provide protective wearing apparel___ 66 17Employees and unions:Safety rules to be observed by workers_____ _____ 106 32Employees may refuse to work on unusually haz­ardous jobs.___ ______________________ ______ 19 6Employee to bear some or all costs of safety apparel specified.................................................................... 6 1

The following is illustrative of a general clause in 
which the company stated its intention of com ply­
ing with safety legislation:

The company shall make reasonable provisions for 
the safety and health of its employees in the plant 
during the hours of employment in accordance with 
the statutes of the State of Pennsylvania and the 
regulations of the Department of Labor.
The m ost frequent type of provision dealing with  

rights and responsibilities of employers required 
the employer to install or furnish safety devices, 
such as guards on machines, fire fighting equip­
m ent, etc.

Examples of other types of clauses included in 
the agreements are:
(1) E m ployer to M a in ta in  S a n ita tio n  F a c ilitie s:

The Company agrees to maintain satisfactory sani­
tary and healthful service quarters and facilities with 
proper lighting, heating and ventilation and to place 
cool water drinking fountains in convenient locations 
and a line for drying clothes and a locker for each em­
ployee in a locker room. When needed, suitable 
storage space will be provided for protective clothing 
in units whose operation is such as to require or make 
advisable keeping such protective clothing at the 
unit.

(2) E m ployer to M a in ta in  F irs t-A id  F acilities:
The company does now and shall continue to main­

tain first-aid equipment during all working hours, and 
shall have someone in the plant during such hours 
qualified to administer first aid.

(3) E m p lo yer to P rovide P rotective W earin g  A p p a r e l:
* * * wearing apparel * * * to protect

employees from injury shall be provided by the com-
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pany in accordance with practices now prevailing in 
the plant or as such practices may be improved from 
time to time by the company. Goggles; gas masks; 
face shields; * * * special purpose gloves; fire­
proof, water-proof and acid-proof protective clothing 
when necessary and required shall be provided by the 
company without cost * * *

(4) E m ployees to Observe Safety  R ules:
All rules and regulations for the promotion of safety 

and protection of health of the employees, prescribed 
by the [company], are to be submitted to the union for 
approval; but unless the union shall, within ten days 
after the receipt of any rule or regulation, make ob­
jection thereto in writing, with reasons in support of 
such objection, the rules and regulations will become 
effective * * * The union will cooperate with
the [company] by assisting in securing the observance 
of these rules and regulations.

(5) E m ployees M a y  Refuse to W ork on U n u su a lly  H azardous
Jobs:

An employee or group of employees who believe that 
they are being required to work under conditions which 
are unsafe or unhealthy beyond the normal hazard 
inherent in the operation in question shall have the 
right to:

(1) File a grievance in the third step of the 
grievance procedure for preferred handling 
in such procedure and arbitration; or

(2) Relief from the job or jobs, without loss to 
their right to return to such job or jobs, and 
at Management’s discretion, assignment to 
such other employment as may be available 
in the plant; provided, however, that no em­
ployee, other than communicating the facts 
relating to the safety of the job, shall take 
any steps to prevent another employee from 
working on the job.

The [Arbitration] Board shall have authority to 
establish by unanimous agreement, rules of pro­
cedure for the special handling of grievances arising 
under this Subsection and to appoint local qualified 
arbitrators when necessary. The decision of such 
local arbitrators shall be subject to review by the 
Board in accordance with Subsection J of Section 7— 
Arbitration.

(6) P o rtio n  of Costs o f S a fe ty  E qu ipm en t B orne by E m ployee:
It is agreed that in the case of Mechanical Depart­

ment employees who wear glasses, that the Company 
will pay one-half the cost of providing these em­
ployees with safety glasses ground to their individ­
ual prescriptions.
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General Wage Adjustment 
Provisions, 1950

Wage reopening provisions existed in slightly  
more than half of a sample of 2,754 labor manage­
m ent agreements analyzed by the U . S. Labor 
Departm ent’s Bureau of Labor Statistics in the 
summer of 1950. During the term of the con­
tract, these provisions permit wage negotiation  
or general wage adjustm ents at specified time 
intervals or upon the occurrence of specified 
economic changes.

Such general wage adjustment clauses— apply­
ing to all workers covered by the contract— are to 
be distinguished from individual wage adjustments 
to workers who qualify for merit, length-of-service, 
or other pay increases under established wage 
progression plans.

Also to be distinguished are non-contractual 
reopenings or renegotiations. These occurred in 
a number of significant agreements during the 
summer and autum n of 1950 for two reasons: 
(1) to compensate workers for higher living costs, 
and (2) to relieve employers’ fears of losing skilled 
and other production workers during an expected 
tight labor market. Such waivers of contract 
rights are not reflected in this analysis which is 
based on actual agreement provisions existing at 
the time of the study.

General wage renegotiation plans are of two 
broad types— permissive and autom atic. The 
permissive plans allow the negotiation of new 
wage rates at any tim e or at stated intervals 
during the life of the agreement. In some in­
stances, the reopening is permitted only when 
significant changes have occurred in general 
economic conditions, the cost of living, or in pre­
vailing wages in a locality or industry. The auto­
matic plans make wage changes compulsory in 
conformance with specified changes in the cost 
of living, price of given commodities, profits, or 
other economic factors.

Some agreements combine permissive and 
automatic plans. These require autom atic adjust­
m ents within certain limits, after which the ques­
tion of wage rates becomes a subject for further 
negotiations.

Either type m ay provide for upward wage 
adjustments only, or for both upward and down­
ward adjustments. In the latter case, existing 
wage standards m ay be protected by prohibiting
D istribu tion  of wage ad ju stm en t provis ion s in  collective 

bargain ing agreem ents

Industry

Total agreements.........................................
Manufacturing.....................................

Textile mill products....................................Rubber products..........................................Electrical machinery....................................Apparel and other finished textile minproducts......................................................Transportation equipment.........-................Machinery (except electrical)......................Primary metal industries.............................Fabricated metal products............ — ........Petroleum and coal products------- ---------Professional, scientific, and controlling in­struments..................................................Paper and allied products.......................Lumber and timber basic products............Chemicals and allied products.................Leather and leather products......................Food and kindred products.........................Printing and publishing........... ..................Furniture and finished wood products.......Stone, day, and glass products---------------Tobacco............................. ................. .........Miscellaneous manufacturing1....... ............
Nonmanufacturing....... ......................

Mining, crude-petroleum and natural gasproduction.................................................Communications........ ....................... ........Wholesale and retail trade------- -------------Service *.......................................................Transportation...........................................Utilities: Electric and gas....................... .Miscellaneous nonmanufacturing1.............

Num­ber of agree­ments

Percent of agreements providing for—

Wageadjust­ment

Method of adjustment

Wagerenego­tiation
Auto­matic or es­calator clause

2,754 55.1 52.7 2.4
1,862 61.5 59.1 2.4

176 88.1 85.8 2.330 86.7 86.775 82.7 81.4 1.3
99 78.8 77.8 1.093 69.9 65.6 4.3179 69.8 69.2 0.6132 69.7 67.4 2.3182 69.2 67.0 2.229 69.0 69.0
31 67.7 67.773 67.1 67.170 55.7 51.4 4.377 49.4 46.8 2.670 44.3 42.9 1.4197 44.2 37.6 6.683 40.9 37.3 3.661 39.3 36.0 3.3130 28.5 27.7 0.819 26.3 21.0 5.356 55.4 55.4

892 41.7 39.1 2.6
63 60.3 60.330 46.7 46.7158 44.9 43.0 1.9207 43.0 40.1 2.9229 39.3 36.7 2.6121 37.2 36.4 0.884 29.7 21.4 8.3

1 Indudes jewelry and silverware, buttons, musical instruments, toys, athletic goods, ordnance, and ammunition.* Indudes financial, insurance, and other business services, personal serv­ices, hotels and restaurants, automobile repair shops, amusement and recrea­tion establishments, and medical and other health services.* Indudes construction, farming, fishing, educational institutions, non­profit membership organizations, and governmental establishments.
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any decrease in rates below the wage level at the 
time the agreement was signed.1

Of the 1,517 agreements in the sample, which 
called for some type of reopening of the contract 
to consider wages, the overwhelming proportion 
(95.6 percent) were permissive or voluntary in 
character. The mandatory or automatic type  
of interim general wage adjustment clause related 
largely to so-called escalator or cost-of-living 
clauses gearing changes in wages to changes in 
consumer prices. Although this type of clause has 
been incorporated in a number of recent agree­
ments, it still constitutes but a small fraction of 
all general wage adjustment arrangements.i 2
Workers Covered

Approximately 4,680,000 workers were covered 
by 2,085 agreements for which employment data 
were available. B y and large, the distribution 
of workers— as between permissive and mandatory 
types of wage adjustments— followed that of the

i See BLS Bulletin No. 908-9, Wage Adjustment Plans, for text of illus­
trative clauses.iSee Monthly Labor Review, November 1960, for discussion of cost-of- 
living wage adjustment clauses in recent labor-management agreements.

total sample of 2,754 contracts (see table). 
Nearly two-thirds of the workers were employed
under contracts permitting wage reopenings and 
adjustments during the life of the contract. Again, 
a large proportion (55 percent) were covered 
by clauses which did not commit the parties to 
any specific or autom atic wage adjustment but 
instead called for the reopening of the contract 
and the negotiation of wage changes based upon 
economic or business conditions existing at the 
time.
Industry Variations

On the whole, agreements in manufacturing in­
dustries more frequently provided for general 
wage reopenings than did those in nonmanufactur­
ing industries, the ratios being 61.5 percent and
41.7 percent, respectively. Among the manufac­
turing group of industries, 80 percent or more of 
the agreements surveyed in textiles, rubber, and 
electrical machinery incorporated wage reopening 
clauses. In nonmanufacturing, about 60 percent 
of the agreements in mining and crude-petroleum  
production and 45 percent in trade, services, and 
communications provided for wage reopenings.
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Employer Unit in 
Collective Bargaining

Since the enactment of the N ational Labor R e­
lations A ct in 1935, w ith its stimulus to the growth 
of collective bargaining in American industry, 
widespread attention has been focused upon the 
scope of labor-management negotiations. Fre­
quently, the term “ appropriate unit,, has been  
used to describe the lim its or extent of a union's 
representation of workers in its dealing w ith  an 
employer or groups of employers.

Under the original W agner A ct, as well as under 
the Labor-M anagement Relations A ct of 1947 
(Taft-H artley A ct), the N ational Labor Relations 
Board has been authorized to determine, in case 
of a dispute between a union, or several unions, 
and an employer, or group of employers, the scope 
of the bargaining unit for the purposes of union 
representation. Based upon the facts in  each 
case, the Board has found, in some instances, the  
appropriate bargaining unit to be a single craft 
or group of employees; in other instances the 
bargaining unit has been defined to include all 
production employees in one or several plants of

Labor-Management Agreements, 1950

STUDY O F 3376 AGREEMENTS COVERING MORE THAN 4 MILLION WORKERS

O u t of every 100 contracts —

related to a single 
plant (or several 
plant* of same 
employer in same 
city)

applied to more 
than one plant of 
the same company 
in different cities

for every 1000 workers? (covered 
by these agreement* _

280o o o o o omin were included in 
single plant contracts

390o o o  o o o o oJl  I  I  I  I  I  I  
m M M  m M m M

were in multi-plant 
contracts

covered a group 
of employers or 
an employers’ 
association

330o o o o o  O oHum were in multi-employer 
or association contracts

U N I T E D  S T A T E S  D E P A R T M E N T  O F  L A B O R  
B U R E A U  O F  L A B O R  S T A T I S T I C S
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T a b l e  1.— D istribu tion  of agreem ents and  workers covered, by typ e  of bargain ing u n it

Industry

Agreements Number of agree­ments with em­ployment dataavailable

Workers covered

Number
Unit of bargaining- of total -Percent

Number
Unit of bargaining- of total -Percent

Singleplant Multi­plant Multi­employer Singleplant Multi­plant Multi­employer

All industries: Total................................................................. 3,376 68 12 20 2,460 4,408,000 28 39 33
Manufacturing: Total.................................................... ......... 2,454 81 8 11 1,888 3,031,400 36 44 20Machinery (except electrical)........... . ............................... 227 95 3 2 199 197,000 91 7 2Fabricated metal products.......... ..................._................ 272 92 4 4 174 134,000 68 21 11Petroleum and coal products _ 53 92 6 2 42 42,000 73 27Professional, scientific, and controlling instruments........ 31 90 7 3 27 23,100 88 11 iChemicals and allied products........................................... 157 89 8 3 110 92,400 60 34 6Leather and leather products......... .................................. 134 89 2 9 119 77,300 48 4 48Paper and allied products.................................. .............. 107 86 9 5 83 88,600 39 31 30Rubber products................................................ ............... 42 86 14 27 123,000 18 82Transportation equipment. _ _______ 103 85 14 1 74 667, OCX) 25 75Textile mill products.......................................................... 196 84 11 5 181 227,000 50 29 2iElectrical machinery........................................................... 90 82 15 3 78 214,000 41 26 33Primary metal industries................................................... 195 80 13 7 142 453,700 18 73 9Furniture and finished wood products............................. 66 80 3 17 51 26,900 79 6 15Stone, clay, and glass products.......................................... 185 79 13 8 156 104,000 35 37 28Lumber and timber basic products................................... 71 78 7 15 62 40,500 36 6 58Food and kindred products............................................. 225 65' 11 24 154 163,000 39 43 18Tobacco............................................................................... 23 65 26 9 19 32,700 23 58 19Printing and publishing..................................................... 107 51 3 46 58 27,000 35 2 63Apparel and other finished textile mill products.............. 105 36 11 53 76 272,000 3 5 92Miscellaneous manufacturing1.......................................... 65 77 5 18 56 26,200 73 8 19Nonmanufacturing: Total........................................................ 922 37 21 42 572 1,376,600 9 29 62Mining, crude petroleum and natural gas production__ 66 66 23 11 45 489,000 2 1 97Transportation................................................................... 212 50 14 36 125 194,000 31 7 62Wholesale and retail trade................................................. 215 37 8 55 118 92,600 17 10 73Services1.............................................................................. 189 30 8 62 103 124,000 4 3 93Utilities: Electric and gas.................................................. 132 27 68 5 117 151,000 12 78 10Communications................................................................ 33 12 85 3 27 278,000 7 89 4MlanflllftnftnnR nnnma.niifafttiiring> ___ _ __ 75 21 79 37 48,000 4 96

i Includes jewelry and silverware, buttons, musical Instruments, toys, * Includes construction, farming, fishing, educational institutions, nonprofit athletic goods, ordnance, and ammunition. membership organizations, and governmental establishments.* Includes financial, insurance, and other business services, personal serv­ices, hotels and restaurants, automobile repair shops, amusement and recrea­tion establishments, and medical and other health services.

the employer. In  other cases, the Board has de­
cided in favor of a bargaining unit which embraces 
a number of employers and one or more unions. 
M ost frequently, however, the parties themselves 
have through long-standing custom or m utual 
agreement established, w ithout recourse to State  
or Federal labor agencies, the area or scope of the 
coverage of their contracts.

As a part of its analysis of collective-bargaining 
contracts, the Bureau of Labor Statistics classifies 
agreements according to the “employer unit.,, 
This employer-unit classification is divided into  
several major subgroups designed to show whether 
the contract (a) relates to a single plant or estab­
lishment of an employer; (b) includes more than  
one plant or establishment of the same employer 
(multi-plant bargaining); or (c) covers a group of 
employers formally or informally organized as an 
association (multi-employer or association bar­
gaining).

Thus although approximately two-thirds of all 
the agreements related to a single plant, less than  
a third of all the workers were covered by such

contracts, according to available data (see table). 
M ulti-plant agreements, while constituting only  
an eighth of the total number surveyed, neverthe­
less covered nearly two-fifths of all the workers. 
This reflects the prevalent pattern of bargaining 
in certain industries such as steel, transportation  
equipment, and rubber in  which a number of large 
companies have plants scattered throughout the 
country.

Similarly, the multi-employer or association 
type of bargaining appeared most frequently in 
industries whose operations are generally charac­
terized by a relatively large number of essentially  
local establishments—printing and publishing, ap­
parel, trade, and services, including hotels and 
restaurants.

Group employer or association bargaining, ac­
cording to the sample of agreements, was m ost 
prevalent in the Pacific Coast area where almost 
half (48.1 percent) of the agreements were of this 
type. The M ountain States ranked next in the 
proportion of multi-employer contracts, 22.2 per­
cent. Fewer than 1 out of every 10 contracts in
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the N ew  England, South Atlantic, and W est South 
Central areas reflected the practice of bargaining 
on an association basis.

Of the 1,650 agreements negotiated by  AFL  
affiliates, slightly more than half (56.4 percent) 
were with individual employers at a single loca­
tion. Almost a third of AFL contracts reflected 
group bargaining practices— indicative of the ex­
tensive organization of AFL affiliates in such in­
dustries as printing, trade, and the various serv­
ices. M ulti-plant agreements were least frequent, 
accounting for about 1 out of every 9 (10.9

percent) of the AFL agreements surveyed.
Affiliates of the CIO, in 4 out of every 5 agree­

ments, bargained with a single employer whose 
plant or plants were all in the same locality. 
M any of the more significant of the 1,269 CIO  
agreements, however, were negotiated with com­
panies operating a large number of plants scattered 
throughout the country. These employed thou­
sands of workers in such industries as automobile, 
steel, and rubber manufacturing. R elatively few  
CIO agreements (7.2 percent) were negotiated 
with groups or associations of employers.
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Holiday Provisions 
in Union Agreements, 1950

W a g e  p a y m e n t  to workers for specific holidays 
not worked has become common practice under 
collective bargaining. More than two and a half 
million workers benefited from paid holidays under 
about three-fourths (73.4 percent) of 2,316 current 
collective bargaining agreements analyzed in a 
recent Bureau of Labor Statistics study.1 A  
Bureau study in 1949 revealed that two-thirds of 
464 agreements examined granted paid holidays.2

Chart 1. Paid Holidays Provided in 1,701 Collective- 
Bargaining Agreements, 1950

1 Agreements included in this study were in effect during all or some part of 
1950. Employment data were available for 1,705 agreements covering 
3,963,000 employees. Of the 1,701 agreements providing paid holidays em­
ployment data available for 1,247 covered 2,632,036 employees.

The American Federation of Labor, the Congress of Industrial Organiza­
tions, and unaffiliated unions, respectively, negotiated 50,38, and 12 percent 
of the agreements. Twenty major manufacturing and 8 nonmanufacturing 
industries were represented.

* Premium Pay, Holiday and Shift Provisions in Selected Union Agree­
ments, 1948-49, U. S. Department of Labor, Bureau of Labor Statistics, p. 17.

Salaried workers— m ost of whom are not 
covered by labor-management contracts—have 
long enjoyed the benefits of paid holidays. For 
production workers, however, the practice has 
become prevalent only since World War II. As 
part of its program to stem  inflationary forces set 
in m otion at the outbreak of World War II, the 
Government placed restrictions on the granting of 
wage rate increases. However, to compensate for

T a b l e  1 .— Percentage o f agreements w ith  p a id  holiday  
provis ion s, by m ajor in d u stry  group  1

Major industry group Number of agree­ments
Percent of agreements with paid holiday provisions

Total.......................................................................... 2,316 73
Manufacturing 1,574 77

Electrical machinery________________________ 65 97Rubber products___________________________ 43 95Paper and allied products. __________________ 70 94Chemicals and allied products________________ 62 92Leather and leather products_________________ 52 91Professional and scientific instruments. ............ .... 23 91Apparel___________________________________ 89 90Petroleum and coal products___ ____ _________ 27 89Tobacco____ ________ _____________________ 14 86Food and kindred products__________________ 146 84Machinery, except electrical_________________ 157 83Textile mill products________________________ 141 83Fabricated metal products___________________ 166 82Printing and publishing_____________________ 60 78Transportation equipment___________________ 77 75Furniture and finished wood products__________ 48 73Primary metal industries____ ________________ 111 61Stone, clay, and glass products.............................. . 123 32Lumber and timber basic products____ ________ 52 25Miscellaneous1________________ ____________ 48 83
Nonmanufaduring 742 65

C ommuni cations___________________________ 28 93Utilities: electric and gas_____________________ 106 89Wholesale and retail trade____________________ 130 86Mining, crude-petroleum and natural-gas produc­tion____________________________________ 52 66Transportation.. ___________________________ 179 61Hotels, restaurants, and services *_____________ 182 53Construction. __________________________ 47 6Miscellaneous *_____________________________ 18 66
i Includes agreements which allow paid holidays exclusively and both paid and unpaid holidays.* Includes jewelry and silverware, musical instruments, toys, athletie goods, ordnance and ammunition.1 Includes financial, insurance, and other business services, personal serv­ices, automobile repair shops, amusement and recreation establishments, medical and other health services, and hotels and restaurants.« Includes farming, fishing, educational institutions, nonprofit member­ship organizations, and government establishments.

such restrictions, certain fringe benefits to workers 
were permitted. Among these were paid holiday 
benefits which, in m any cases, were incorporated 
in collective bargaining agreements. In general, 
such plans, once adopted, tended to remain a 
permanent feature of agreements subsequently 
concluded. In  1936, the National Industrial 
Conference Board, in  a survey of 446 companies, 
found that only 9 percent granted paid holidays
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to their production workers.3 In  a similar study  
in 1946, the Board stated that of 240 companies 
surveyed, 40 percent granted paid holidays.

In  manufacturing industries paid holidays were 
provided by more than 75 of each 100 agreements 
covered in the present survey. In  nonmanu­
facturing industries, 65 of each 100 agreements 
provided pay for specific holidays not worked. 
Paid holiday clauses were included in more than 
90 percent of the contracts in 7 major manu­
facturing industries and by between 80 and 89 
percent of the contracts in 7 others.

Among the eight major groups of nonmanu­
facturing industries, the communications industry  
is the only group w ith more than 90 percent of the 
contracts providing paid holidays. In  two other 
nonmanufacturing industries between 80 and 89 
percent of the contracts provided paid holiday 
benefits (table 1).

Paid holiday provisions were m ost common in  
N ew  England, where they were included in 88. per­
cent of the agreements studied. Other regions 
where paid holidays were granted by a large 
proportion of the agreements were the M iddle 
Atlantic States (85 percent), W est North Central
Table 2.— A greem ents provid in g  both p a id  and  u n p a id  

holidays

Paid holidays
Number of agree­ments with paid and unpaid holidays

Total number of agreements......... 363
1 paid holiday.......2 paid holidays___3 paid holidays----4 paid holidays----6 paid holidays___6 paid holidays___7 paid holidays___8 paid holidays----9 paid holidays___10 paid holidays...Other.....................

222765313312313
62249

Unpaid holidays

1 2 3 4 5 6 7 Other

70 77 62 68 35 5 2 54
21 121 3 341 11 33 2211 5 115 2 2 2 1146 36 10 20 6 1 1 41 6 3 2 13 1 222 * 49

1 Number of unpaid holidays not clearly indicated.1 Of this group, 33 agreements allow paid holidays only to specified classi­fications and unpaid holidays to others; 9 agreements allow 5H, 6H, 7#, or 8H paid holidays and 3 or fewer unpaid holidays; 3 agreements graduate the number of paid and unpaid holidays on the basis of length of service; and 4 agreements grant a different number of holidays for different groups of workers.

* See National Industrial Conference Board, Personnel Practices Governing 
Factory and Office Administration, 1936, p. 16; and Studies in Personnel 
Policy No. 76, Vacation and Holiday Practices, 1946, pp. 16-17. Because 
the NICB reports do not distinguish between companies whose workers are 
covered by collective bargaining agreements and those whose workers are not 
so covered, it is not possible to compare their findings with conclusions pub­
lished in this survey. The NICB studies do reveal clearly that the granting 
of paid holidays was relatively rare in 1936.

States (75 percent), E ast N orth Central States 
(71 percent), and South A tlantic States (71 per­
cent).

The number of holidays w ith pay varies, but 
more than half of the agreements specified 6 such 
holidays per year (chart 1). The m ost frequently 
designated paid holidays are: N ew  Year’s D ay, 
Memorial D ay, July 4th, Labor D ay, Thanksgiv­
ing D ay, and Christmas. In  a sample of 300 
agreements selected at random from the 2,316 
included in the survey, these 6 holidays were 
granted in various combinations by 278 agree­
ments.

Thanksgiving was the m ost frequently 
mentioned holiday in the 300 contracts studied. 
The frequency of the 6 standard paid holidays in  
the 300 agreements was: Thanksgiving, 298;
Christmas, 296; Labor D ay, 296; July 4, 296; N ew  
Year’s, 295; Memorial D ay, 285.

Other holidays mentioned infrequently in the 
300 contracts sampled were: Patriots’ D ay, Ad­
mission D ay, Christmas Eve, Rosh Hashana, Yom  
Kippur, Easter Sunday, Bunker Hill D ay , Jeffer­
son D avis D ay, Mardi Gras D ay, Pioneer D ay, 
San Jacinto D ay, M ay 1st, and Franklin D . 
R oosevelt’s birthday.

Chart 2. Pay Rates for Holidays Worked, 1950

RATE OF PAY

Triple Time

Double Time 
and One-Half

Double Time

Time and 
One-Half

Other

No Provision

Percent o f  A g re e m e ntt
O 5 10 IS 20 25 30 35 40 45 50 55 «0 55

UNITEP STATES DEPARTMENT OF LABOR 
BUREAU OF LABOR STATISTICS

Specific reference in agreements to holidays 
observed— even though employees are not remu­
nerated for tim e off—is considered desirable to 
workers for two reasons: First, to make it  clear 
that no penalty is attached to absences on the days 
specified; secondly, when employees are requested
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Table 3.— P rem iu m  rates fo r  h oliday w ork , by in d u stry

Major industry group

Paid holidays Unpaid holidays
Number of agreements providing premium pay rates

Percent of agreements with rates specified
Number of agreements providing premium pay rates

Percent of agreements with rates specified

Premium pay rates: regular rate times.—................... 1 2 2 H 3 Other 1 V i 2 2\i 3 Other
Total .............................................................. 1,564 9 66 16 6 3 806 1 58 39 0) 2

1,125 9 68 15 7 1 609 1 60 37 2114 11 68 9 11 1 43 60 35 611 100 1 100Tprtifp. m ill products_______________________________ 106 22 38 37 3 87 2 88 10Apparel and other finished textile mill products____ 32 31 38 28 3 18 5 50 28 17Lumber and timber basic products______________ 13 15 62 15 8 42 79 21Furniture and finished wood products____________ 34 9 76 12 3 25 68 32Paper and allied products _ ___________________ 65 17 46 25 9 3 25 60 32 8Printing and publishing_______________________ 45 2 55 29 7 7 10 60 40Chemicals and allied products_____________ ____ 57 2 71 23 2 2 8 62 38Petroleum and coal products___________________ 24 4 88 8 6 17 66 17Rubber products ___________________________ 41 3 90 3 2 2 8 50 50Leather and leather products___________________ 35 34 23 37 6 15 80 20Stone clay, and glass products.............. ..................... 37 3 76 16 5 104 78 21 1
Prim ary metal industries______________________ 69 4 80 6 10 51 49 51Fabricated metal products_____________________ 136 7 82 4 6 1 60 30 68 2Machinery, except electrical ___________________ 127 3 81 6 10 48 23 75 2Electrical machinery__________________________ 62 76 19 5 5 60 40Transportation equipment_____________________ 58 2 78 3 17 29 21 79Professional and scientific instruments___________ 20 55 30 10 5 5 40 60Miscellaneous2_______________________________ 39 13 64 13 8 2 19 5 53 42

Nonmanufacturing __^__________________ 440 10 62 18 2 8 197 52 43 1 4Mining, crude-petroleum and natural-gas production. 34 6 94 19 90 10Construction _ _______________________ 3 67 33 45 9 87 4Transportation . . . . __ _____________ 100 11 45 16 1 27 51 76 20 4Communications_____________________________ 25 4 92 4 0Utilities: electric and gas_______________________ 92 3 66 30 1 13 31 61 8Wholesale and retail trade - - _________ 94 14 64 15 5 2 17 37 50 13Hotels, restaurants, and services * _ ____________ 82 17 55 22 5 1 49 55 41 2 2Miscellaneous *_______________________________ 10 10 60 20 10 3 67 33
i Less than 0.5 percent.a Includes jewelry and silverware, musical instruments, toys, athletic goods, ordnance, and ammunition.* Includes financial, insurance, and other business services, personal services,

to work on such days they usually receive more 
than the pay rate allowed for work on a normal 
day.

Table 2 indicates the number of paid and unpaid 
holidays allowed in agreements which provide 
for both types of holiday. As in agreements pro­
viding solely for paid holidays, 6 was the number 
of unpaid holidays m ost frequently granted. Of 
363 agreements, 123 provided 6 paid holidays. Of 
these 123 agreements, 46 specified 1 unpaid 
holiday, 36 mentioned 2 unpaid holidays, 10 listed 
3, 20 designated 4, 6 authorized 5, and 1 referred 
to 6.

Of the 1,701 agreements stipulating paid holi­
days, 92 percent, or 1,565 agreements, provided 
premium pay for work performed on the specified 
holidays. Similarly, 90 percent of the 887 agree­
ments with unpaid holiday clauses provided 
premium holiday pay for work done (chart 2).

It is apparent from table 3 that, while double 
time is m ost frequently provided for work on paid

automobile repair shops, amusement and recreation establishments, medical and other health services, and hotels and restaurants.* Includes farming, fishing, educational institutions, nonprofit member­ship organizations, and government establishments.

holidays, time and a half is the pay rate most 
commonly granted for work on unpaid holidays. 
Although 8 percent of the contracts with paid 
holidays provided for time and one-half, the agree­
ments did not always state clearly whether time 
and one-half was to be paid in lieu of, or in addition 
to, straight time allowed for holidays not worked. 
The following clause illustrates this:

The following legal holidays shall be observed with 
pay: New Year’s Day, Decoration Day, Independence 
Day, Labor Day, Thanksgiving Day, and Christmas 
Day. * * * The Employer agrees to pay for all
work performed on such legal holidays at the rate of 
time and one-half the regular rate of pay.
Table 3 indicates for major industry groups the 

premium rates specified when employees perform 
work on designated paid holidays. Of the con­
tracts in 20 of the 28 major industry groups 60 
percent or more stipulated twice the regular rate 
of pay for tim e worked on such days. In other 
words, employees called to work on holidays re­
ceived an additional day’s pay for work performed.
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In  8 of these major industry groups, double time 
for holidays worked was provided by 80 percent or 
more of the contracts.

Corresponding information for work on days 
designated as unpaid holidays is also shown in  
table 3. B y  and large it  will be noted that m ost

agreements tended, as m ight be expected, to pay  
somewhat lower premium rates for work performed 
on unpaid holidays. Thus, the rate of tim e and 
one-half the regular rate was m ost frequently speci­
fied, occurring in  60 percent or more in 15 of the  
28 industry groups.

U . S . G O V E R N M E N T  PR IN T IN G  O F F I C E  : O — 1951
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