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Preface

The Bureaun of Labor Statistics has for many years made studies of labor-
management problems and practices. Maintenance of an extensive file of
current union agreements, selected to represent the various industries and
unions in all parts of the country, is a regular part of the Bureau’s activities
in this area. Employers, unions, and many Government agencies call upon the
Bureau for information and analyses based on these basic industrial relations
documents. To assist in the distribution of agreement information and to
provide data relating to labor practices established through collective bar-
gaining, the Bureau prepares studies of contract provisions based on a signifi-
cant number of agreements selected from the file. Most contract provisions
of general interest are covered in this manner over a period of several years.
These studies, which generally appear first in the Monthly Labor Review, are
gathered together periodically in bulletins in recognition of their wide use in
labor-management relations.

The studies included in this bulletin were based upon analysis of a represent-
ative sample of over 1,700 collective bargaining agreements (covering over 6
million workers) selected from the Bureau’s file of contracts.

These reports were prepared by members of the staff of the Division of
Wages and Industrial Relations.
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Military-Service Payments
in Union Agreements, 1953

EMPLOYER PAYMENTS to workers entering the
Armed Forces or for time off for National Guard
or Reserve Corps duty (other than active military
service) were provided for in about a tenth of the
1,737 labor-management agreements (covering
over 6 million workers) analyzed by the Bureau of
Labor Statistics.! Moreover, some employers, as a
matter of company policy, may make such pay-
ments even though no provision of this type is
incorporated in their labor agreements. Of the
agreements having such provisions, 105 granted
military bonuses to workers entering the Armed
Forces, 56 provided pay to employees on short
tours of temporary (active) duty, and 21 provided
for both types of payments.? (See table 1.)

Payments to employees entering regular or
temporary military service were provided by 138
manufacturing and 44 nonmanufacturing agree-
ments, or about 10 percent of those analyzed in
each industry division. Such allowances were
most frequent in the communications (44 percent
of the agreements studied), electrical machinery
(31 percent), and chemicals and allied products
(23 percent) industry groups.

Military-service allowances in agreements are of
three basic types: a flat bonus or lump-sum pay-
ment, expressed either as a specified dollar amount
or as a multiple of a week’s or month’s pay; an

! The agreements in the study, current as of January 1, 1953, or later, were
selected from the Bureau’s current file of union contracts on the basis of in-
dustry, unlon, and geographic representation. Agreements for the airline
and raflroad industries are not collected by the Bureau and, therefore, are
not included in the study.

1 Payments of accrued vacation pay to inducted employees are not covered
in this report.

TaBLE 1.—Types of military-service payments provided in collective bargaining agreements, 1953, by industry group

Number studied Agreements with pay provisions for—
Regular military Temporary (acltlve) Relgc;ﬂ:rn!&.llltlggos&rg
Industry group service only duty only (active) duty
‘Workers
Agree- (thou-
ments sands) . s .
Agroe: | WOHKeIS? | gree | WOHKEIS?| agree | Worker
mants sands) mments sands) ments sands)
Al IDAUSETIS e e n e oo eaes 1,737 6,366.7 105 224.8 56 249. 4 21 127.3
MANUFACTURING. « - - e ccmemecmmmmmmamc e cmm o e mmmmen 1,267 | 4,304.3 %0 175.4 38
Food and kindred produets. oo oo 120 309.3 2 1.9 3
Tobacco manufactures...... - 14 k72 £ VU (I
Textile-mill products_ - - caoo-- 113 182.0 8 2.7 1
Apparel and other finished textile p 54 364. 4 1 .5
Lumber and timber basic produects. _ 26 21.6 1 .3
Furniture and finished wood produc 32 55.2 1 .6 -
Paper and allied products. 50 05.9 Jomeo e macee o 4
Printing and publishing.. .. 46 46.6 3 2.3
Chemicals and allied products. 70 97.8 13 17.3
Petroleum and coal products. 24 67.3 1 1.5
Rubber products. ... ... 20 131.7 1 .9
Leather and leather produets...o............. 30 53.0 2 1.0
Stone, clay, and glass products. ... 50 102. 9 3 21.1
Primary metal industries. . ... ... 99 596.9 7 9.4 1 2.
Fabricated metal prodi2ets. . oceceeccemcmommcaanoo 96 178.9 8 10. 4 2 2.
Machinery (except electrical) ... .. ... .. 164 341.6 14 311 3 9.1 1 1.4
Electrical machinery .o ooooeeamamaa 78 375.5 13 25.5 10 51.5 1 2.2
Transportation equipment. ... .. 114 1,162.0 3 8.5 7 6.
Instruments and related products. . .............. 24 44.0 4 15.6
Miscellaneous manufacturing. .. ..ol 43 45.0 5 4.9
NONMANUFACTURING . - o oo oo 470 2,062. 4 15 49. 4
Mining, erude-petroleum, and natural-gas production...__..___. 33 514.2 1 ) % R PRSP NSRRI DU
Transportation 3. . oo aiiian 85 218.3 1 ) 95 2% SRR (R (R R
Communications..........- 63 504.8 8 39.7 10 96.8 10 100.3
Utilities: electric and gas... 60 154.9 3 6.0 7 32.2 1 3.6
Wholesale trade...--oc-wc-- 22 )
Retall trade- .. __....._ 63
Hotels and restaurants.. ... 25
Serviees. - covomemeciiaeas 61
Construction. ... ... . 53
Miscellaneous nonmanufacturing 5

3 Excludes railroad (including Railway Express Agency contracts) and air

1 By members of the National Guard, State Militia, Naval Militia, and X S
line industries.

reserve compounents of the Armed Forces, .

2 Total number of workers in bargaining units covered by contracts pro-
viding military-leave payments for regular service or temporary (active)
duty.
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allowance graduated according to length of com-
pany service (and, occasionally, according to the
employee’s marital status); or payment, for a
limited period, of the difference between military
pay and the employee’s regular pay with the com-
pany (salary continuation plan)? A lump-sum
payment, whether the same for all employees or
graduated according to length of service, was the
most common type of payment for extended serv-
ice in the Armed Forces. In contrast, wage or
salary continuation plans were invariably used for
paid annual or special short-term (emergency)
tours of reserve or military duty.

8 Some agreements covering newspaper publishing provide, in additiontoa
military-service bonus, for payment of dismissal pay to an employee who
suffers physical disability while in the armed services ‘‘which renders him
fncapable of resuming his employment . . .”” or to the beneficiary of an em-
ployee who dies while in service. In caleulating the amount of dismissal
pay, credit Is given for time served in military duty.

Regular Military Duty

In the 126 agreements which provided for
military-service payments beyond accrued wages
or salary to drafted or enlisted employees, fixed
or uniform payments were almost twice as fre-
quent as allowances graduated according to length
of service and three times as frequent as wage or
salary continuation plans (table 2).

Type of Payments. The fixed bonus type of pay-
ment was expressed either as a flat sum or, more
commonly, as an amount equal to one week’s pay
or more. Fixed dollar allowances ranged from
$21 to $150 in the 15 agreements with such pro-
visions. No single amount predominated. One
week’s pay was specified in half the 51 agreements
which granted workers a fixed military-service
allowance as a multiple of a week’s earnings, al-

TaBLE 2.—Mazimum amounts of military-leave paymenis under collective bargaining agreements, 1953, for employees
entering the Armed Forces, by type of payment

Type of payment

Maximum amounts payable

Fixed bonus

Amount graduated bySalary continuation or

length of service ‘“make-up’’ plan Other

Workers !
(in thou-
sands)

Workers !
(in thou-
sands)

Workers 1
(in thou-
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$1,000.00
Based on pay multiple:
16 hOUTS’ PAY ccccmcecmmecmccmamcramsccecceacccomeacanaamnoan 1

1 week’s Pay...-
2 weeks' pay 3..-
3 weeks’ paY-.-----
4 weeks’ pay3...
8 weeks’ pay i..-
13 weeks’ pay 3..
1 month’s pay 3
2 months’ pay 3
3 months’ pay 3
4 months’ pay.-....
6 months at half pa

W, e, e,
PR NOO RO

1 Total number of workers in bargainingunits covered by contracts provid-
ing militray-leave payments for regular service in the Armed Forces.

2 Includes 1 agreement in which one-half the payment was made upon
induction, the remainder after the returning veteran completed a specified
period of active service with the company.

3 Although 4, 8, or 13 weeks are eommonly construed as referring to 1, 2, or
3months, respectively, they have been listed separately to indicate the varied
agreenient terminology used in expressing such allowances. For example,
some agreements equited 1 month with 170 or 173 hours’ pay and 1 defined
it as 414 standard weeks' pay.

4 Includes 1 agreement with 200 workers which also varied the payment
according to the employee’s marital status.

§ Includes 1 agreement which graduated the military-leave bonus up to
40 hours’ pay and, in addition, granted 10 hours’ pay for each additional
12 months’ company service over 23 months; and another agreement in which

a “‘Military Service Award’’ was graduated up to a $40 maximum, depending
upon the time of year the employee left for service: $10 award if inducted
after summer vacation money paid and before Oct. 1; $20 if inducted between
Oct. 1 and Jan. 1; $40 if inducted after Jan. 1.

¢ Includes 1 agreement which (in addition to providing 1 week’s pay
to employees who complete probation but have less than 1 year’s service)
p:ud' employces with more than 1 year’s service $10 per month for military
service performed outside United States limits and $5 per month for military
service performed within the United States, ‘“‘until discharge, total disabil-
ity, death, cessation of hoestilities or armistice, whichever shall first occur”;
1 which granted 2 weeks’ pay at the start of the employee’s military leave,
plus monthly payments for 12 months amounting to 10 percent of the em-
ployee’s base monthly pay; and 1 agreement which stated that present
mijlitary-leave pay practices would be continued.

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



though the range of such payments varied from
16 hours’ pay to 3 months’ pay, or its equivalent.
An example of a fixed or uniform military-service
bonus provision follows:

If any regular employee eligible for vacation is inducted
into the service of the Armed Forces of the United States,
the company shall pay him at the time he leaves his
employment, a sum equal to 1 week’s pay, plus his acerued
vacation pay, if any.

Payments graduated according to an employee’s
length of service at the time of induction were
provided in 35 agreements. Most commonly, the
maximum amounts payable were not to exceed 4
weeks’ or 1 month’s pay (15 agreements) and 2
weeks’ pay (10 agreements). An illustrative clause
follows:

An employee who has left to enter the military service
of the United States under the provisions of the Federal
Selective Service Act then in effect shall be paid extra
compensation based on length of service with the employer
as follows, provided he shall apply therefor within 90
days after the date of leaving and shall furnish a certifica-
tion of his commanding officer that he has reported for
duty within 30 days after the date of such leaving:

Less than 6 months’ continuous No extra compensa-
service prior to date of leave of tion.
absence.

6 months to less than 1 year of
continuous service prior to date
of leave of absence.

1 year to less than 2 years of con-
tinuous service prior to date of
leave of absence.

2 or more years of continuous serv-
ice prior to date of leave of
absence.

2 weeks’ pay.
3 weeks’ pay.

4 weeks’ pay.

In one graduated-pay plan, the payments were
expressed in dollar amounts: from $500 to em-
ployees with 1 year’s service up to $1,000 for
employees with at least 5 years’ service. The
allowance was payable in 4 equal installments:
upon induction, 60 days after such date, 6 months
after such date, and 1 year after such date. Em-
ployees with more than 6 months’ but less than
1 year’s service were to receive a week’s pay upon
induction. Such payments, however, were to be
made only in the event of war and were not appli-
cable to employees ‘“called to the armed services
of the United States pursuant to a universal mili-
tary training statute.”

347623 O - 55 ~ 2

Another graduated bonus schedule, in a chemical
industry agreement, added the factor of marital
status to length of service in determining the maxi-
mum amount of the military-leave allowance, as
follows:

In accordance with the company’s policy, the company
will pay single men who are called for armed service as
follows:

. . . Single men with 3 or more years’
employment.

4 weeks’ pay.

Married men will receive the following separation bonus:

. . . Married men with 3 years’ but less 6 weeks’ pay.
than 10 years’ employment.

Married men with 10 or more years’ em-
ployment.

8 weeks’ pay.

Twenty-two agreements, primarily in the com-
munications industry, provided that the employer
was to make up the difference between the em-
ployee’s regular pay and his military pay for a
limited period of time. With but 4 exceptions,
this period was limited to a maximum of 3 months;
in the 4 exceptions, the interval specified ranged
from 1 to 4 months. In almost every case, the
maximum salary continuation or “make-up’’ period
varied with length of service. For example:

Employees with less than 1 year of net credited service
who are granted leaves of absence . . . will receive, where
their company pay is greater, the difference between their
compsany pay in effect at the time the leave was granted
and their Government pay for the first 2 weeks of military
service.

Employees with 1 year or more of net credited service
who are granted leaves of absence . . . will receive, where
their company pay is greater, the difference between their
company pay in effect at the time the leave was granted
and their Government pay for the first 3 months of military
service.

The circumstances surrounding the employee’s
entry into service constituted another factor in
determining the duration of the make-up period,
under several communications agreements. For
example, make-up pay was limited to 2 weeks for
employees with less than 1 year’s service and
also for those employees with more than 1 year’s
service who are: (1) subject to induction under
the Selective Service Act of 1948, as amended,
and who enlist for the minimum allowable period,
but not over 4 years, prior to classification by
their draft boards in a group currently being
inducted; (2) aged 18-19 and who enlist for the
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minimum period set for this age group; or (3)
reservists who apply for active duty on their own
initiative. Make-up pay up to 3 months was
provided for the following groups of employees
with over 1 year’s service: (1) Those inducted
under the Selective Service Act of 1948, as
amended; (2) those subject to such induction
who enlist in the Armed Forces for the minimum
allowable period, but not over 4 years, after
classification by their draft boards in a group
currently being inducted; or (3) reservists ordered
or called into active service not on their own
volition.

Dependents’ Allowances. Payments to dependents
of regular employees on leave of absence for
active military service were provided in 17 agree-
ments, almost all of which were in the communi-
cations industry. Such payments were in addi-
tion to the employee’s military-leave bonus.
Dependents’ allowances generally consisted of the
difference between the employee’s regular pay and
military pay, for a period not to exceed 3 months.
Dependents were usually defined as wife, children
under 18, and parents. Allowances could be paid
on behalf of dependents other than wives or
children. Submission of satisfactory evidence of
dependency in such cases was required in many
agreements, and the maximum period of make-up
pay could be less than that for wife and children,
for example:

Employees having wives, or dependent children under
18 years of age, at the start of their leaves will receive
for a further period of 3 months, while on such leaves, the
difference between their company pay and their Govern-
ment pay. For this purpose the amount of Government
pay shall be determined as of the beginning of such addi-
tional 3 months’ period, and shall include all allowances
specified . . . plus any other family allowances provided
by law.

Employees having only dependents other than wives
or children under 18 years of age at the commencement
date of their leave, will, upon submission of satisfactory
evidence of such dependency receive special payments
from the company which may be less than, but shall not
exceed, those stated in [the] paragraph above.

A benefit plan for dependents in a chemical
industry agreement, provided for a monthly
military-service allowance not to exceed the lesser

of “(1) the employee’s inonthly contribution to
the support of his named dependents at the time
of his entry into military service, or (2) 50 percent
of the employee’s company pay, or (3) the differ-
ence between the employee’s company pay and
his Government pay.” Company pay was based
on the employee’s regular rate (excluding over-
time payments) and the normal work schedule in
effect as of the last day of active company service
preceding entry. Government pay included “base
pay plus any allowances for rent, subsistence,
service, ratings, or special qualifications, but
exclud[ing] allowances for travel, uniform, etc.,”
and “any unemployment benefits and payments by
State and Federal Governments to or for the
support of dependents which are not a part of the
regular pay of members of the Armed Forces.
Credit will be taken by the company for depend-
ency payments by the Government on the basis
of the employee’s rank as of the date of entry
into active military service, or as of the last
preceding January 1, or July 1, whichever is
later.” Dependents included (1) wife; (2) children
who are under 18, or totally and permanently
disabled, or receiving more than half of their
total support from the employee; and (3) parents.

Computation of Benefits. Only 1 out of every 4
agreements which provided for payment other
than as a specific dollar amount clearly described
the method of calculating the rate of pay on
which the military bonus was based. The pay
base, where defined, was most often the employee’s
average earnings for some prior period, ranging
from the two payroll periods immediately pre-
ceding the military leave to the four most recent
social security ‘“quarters.”

A few agreements referred to ‘“‘average hourly
earnings’”’ without indicating the period for cal-
culating such earnings. Although only one agree-
ment used the phrase ‘“average straight-time
earnings,” overtime premiums, shift differentials,
and similar payments were ordinarily excluded in
determining the pay base. Some communica-
tions industry contracts, however, included pre-
mium payments in company pay when calculat-
ing the difference between company pay and
military pay. Government pay, in these cases,
was generally defined as including “basic pay,
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pay for special or hazardous duty, and for em-
ployees with dependents, the difference between
his quarters allowance and the quarters allowance
established for a member of the Armed Forces of
equal rank without dependents.”

The employee’s rate or base pay, rather than
earnings, was specified in a few agreements,
which referred to ‘regular straight-time rate”
“base pay’’; a “standard week’s pay’’; or “normal
full pay”, i. e., the employee’s rate times the nor-
mal hours in effect on the last workday.

The calculation of military-service bonuses for
incentive workers was specifically described in
only three agreements. One specified use of the
employee’s “‘guaranteed rate’’; another, his “base
rate” plus cost-of-living allowances; and the third,
average earnings exclusive of overtime for the
calendar quarter year preceding that during which
the employee qualified for military pay.

Eligibility. A minimum period of employment
with the company was a qualifying condition in
four-fifths of the contracts providing for military-
service payments. Thus, temporary and proba-
tionary workers were ordinarily excluded. KEligi-
bility was related to the hiring date and depend-
ency status requirements in one agreement. An
employee hired on or before September 30, 1948,
and who had “completed 52 weeks’ aggregate serv-
ice with the employer without loss of seniority
previous to entering the active service’”’ was con-
sidered eligible for induction pay. However, an
employee hired subsequent to that date was eligi-
ble, provided he had ‘“one or more persons wholly
dependent upon him as a source of livelihood as of
the date he terminates his active employment with
the company for the purpose of entering active
service.”

The bonus was payable only in the event of a
“shooting war” in a few instances, one agreement
specifically providing for payment of the bonus to
“any employee on military leave at the time a
shooting war begins.” This same agreement also
stated that “‘employees taken into military service
because of & universal military-training program,
but not subject to service in combat, shall not be
eligible for the above benefits whether or not the
United States is in & shooting war.”

Military-service allowances generally are paid,
or payments commence, immediately after proof
of enlistment or induction has been established
with the company. In some instances, the pay-
ment was to be withheld until after the employee
reported to his first duty station and his com-
manding officer so certified to the company. In
three contracts, half the bonus was paid upon
induction or after completing a minimum period
of military service; the balance, after the employee
had returned to the company and continued in its
employ for a specified time.

Temporary (Active) or Emergency Duty

Allowances for employees on annual tempo-
rary or emergency duty with the reserve com-
ponents of the Armed Forces, the State Militia,
the Naval Militia, or the National Guard, were
found in only 77 agreements of the 1,737 analyzed
(table 3). Two out of every 5 of these contracts
(31) allowed pay for time off for emergency duty
as well as for regular annual reserve tours of duty.
Most of these latter agreements were in the com-
munications industry.

TaBLE 3.—Duration of paid military leaves of absence for
temporary (active) duty, on annual or emergency basis,
provided by collective bargaining agreements, 1963

Annual temporary

(active) duty ! Emergency duty *
Duration Work- Work-
Agree- ers 3 Agree- ers?
ments (thous- ments (thous-
ands) ands)
Number with provision¢__.._ . ___ 75 371.9 33 209.6
.8
. 4

Time allowance covers both
annual training period and
o ghmergency daty ¢ . ...

-~
=T
LX)
=0
[F

t By members of the National Guard State Militia, Naval Militia, and
reserve components of the Armed Force.

* By members of the National Guard State Militia, or Naval Militia called
out in local emergencies.

3 Includes all employees covered by agreements with such provisions.

¢ Totals are not mutually exclusive, since each include 31 agreements com-
pensating both emergency duty and annual temporary (active) reserve duty.

8 Also includes agreements which allowed 15 calendar days or 10 ““working’’

ays.
¢ One agreement permitted 30 days; 2, 31 days; and 1, up to 3 months each
year.
7 Includes agreements which gave no deflnite time allowance, referred to a
company peacetime training policy without further details, or stated that
present practices would continue in effect.
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Most commonly, temporary reserve-duty pay
amounted to the difference between the employee’s
regular company pay and his reserve pay, for a
period of 2 weeks annually, as in the following
clause:

Employees serving temporarily in military units under
the jurisdiction of the U. S. Army, U. 8. Navy, U. S.
Marine Corps, U. 8. Coast Guard (Enlisted Reserve Corps
and Reserve Officers’ Training Corps), and . . . State
National Guard, shall, upon proper presentation of evi-
dence of such service, be reimbursed for the difference in
pay which they would have earned on their regular jobs
and the pay which they receive for such service for a peried
not exceeding 10 workdays.

In only scattered instances were such payments
to be granted for more than a 2-week period. Four
agreements provided ‘‘make-up” pay to cover
both the annual reserve duty and any emergency
calls. In 3 of these cases, the period of make-up
was not to exceed 1 month and in the fourth, 3
months,

All employees were eligible to receive military
reserve or emergency active military duty pay in
about two-thirds of the 77 agreements. Of those
which set minimum eligibility requirements, most
excluded temporary or casual employees, although
five communications industry agreements included

temporary employees having one or more years’
service since their date of hire or rehire, whichever
was later. Minimum company service of 1 year
was specified, generally, in the other agreements;
a few imposed the additional requirement that
the employee must have been a reservist for at
least 3 or 6 months prior to his active-duty call.

Most of the agreements were not explicit as to
whether the paid short-term military leave of ab-
sence was granted in addition to the regular vaca-
tion period. Some contracts stated that the paid
military leave granted was in addition to the vaca-
tion allowance; a few provided that such paid
leaves replaced any corresponding vacation period
to which an employee was otherwise entitled.
Others provided that employees entitled to 2
weeks’ vacation but who spent this vacation in
military training duty were to be granted an addi-
tional week of vacation with pay; however, em-
ployees normally entitled to 3 or more weeks of
vacation were not eligible for additional vacation
with pay for military training.

—ABrAHEAM Wgziss and Morron LEVINE
Division of Wages and Industrial Relations
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Union Contract Provisions
for Paid Jury Leave

JUrRY SERVICE is basically a compulsory duty.
To protect employees from loss of income while
absent from work to serve as jurors, paid jury
leave is provided by a number of collective bar-
gaining agreements. Such provisions are akin to
those providing pay allowances or bonuses to em-
ployees called for short-term military service ! in
that they reduce a worker’s financiai sacrifice
while he fulfills his civie duty.

An analysis of 1,736 agreements, effective during
1953 and covering 6,365,500 workers,? showed that
317 or 18 percent had a provision assuring em-
ployees of an amount at least equal to their regular
pay for the time spent in jury service. In most
cases, the employer agreed to pay the difference
between jury fees and workers’ earnings. How-
ever, the practice of paying salaried employees
while absent on jury duty is fairly common in
American industry.? In petroleum refining, com-
munications, and utilities, over half of the agree-
ments studied provided paid jury leave.

Amount of Pay

Of the 317 agreements providing paid jury leave,
223 compensated employees for the difference
between the fees received for jury service and their
regular wages (see table).

An employee who is required to be absent from work for
jury service shall receive whatever straight-time pay he
would have otherwise received up to and including 40 hours
in any 1 week, less the amount of jury pay which he
received for the same period .

In 21 agreements employees were permitted to
retain their court fees in addition to receiving their
regular pay. This more liberal type of provision
was found almost exclusively in agreements in
communications, utilities, and petroleum refining.

In the event an employee is called for jury service, he
will receive for time so spent during his scheduled working
hours his normal earnings without deduction for jury fees
received, if any.

In 73 agreements the exact amount to be re-
ceived bv the employee was not clearly specified.

1 8ee Military-Service Payments in Union Agreements, 1953, Monthly
Labor Review, July 1954 (p. 771).

1 The agreements in the study, current as of January 1, 1953, or later, were
selected from the Bureau of Labor Statisties current file of union contracts
on the basis of industry, union, and geographic renresentation. Agreements
for the airline and railroad industries arc not filed with the Bureau.

8 See Time Off With Pay. (In Management Record, National Industrial
Conference Board, New York, July 1954, p. 258.)

Such agreements provided that an employee
would receive “time off with pay’’; would “suffer
no financial loss”’; or would “get his regular rate.”
Three-fourths of the agreements providing paid
jury leave in the communications industry had
this type of clause. Besides providing pay for
actual jury service, a few agreements stipulated
pay for time spent in qualifying for jury duty.

Qualifications for Jury Leave

Forty-two agreements specifically required that
the employee return to his job upon completion of
jury service in order to collect jury-leave pay. An
additional 17 agreements had more detailed stipu-
lations as to when the worker was to report:
Some required that employees report if dismissed
in time for 4 or more hours of work; others, if they
could work 2 or more hours; still others, if dis-
missed before noon. Some agreements specified
that employees excused from jury duty for 1 or
more days were to come to work during that time.

Two agreements specified that workers could
work part time during time outside of jury service
if regular work were available.

Employees shall be permitted to work part time for the
company outside their regular jury service if the nature of
their regular work available is such as will permit this
practice. Such employees shall be paid their regular
straight-time wages for such time actually worked. Dur-
ing the time employees are absent on jury duty. the com-
pany will make up to them the difference, if any, between
the jury pay and their straight-time wages from the
company. . . .

Under some agreements night shift employees
serving on jury duty were to be assigned to the
day shift during their period of service. Thus, as
nominal day shift workers they were eligible for
paid jury leave.

In 67 agreements evidence of jury service and
receipt of fees, or certification by a judge or court
officer were the most commonly cited provisions
qualifying an employee to collect pay for time
spent serving as a juror.

. . . An employee who is absent from the plant because
of jury duty shall, within 2 weeks after completion of said
duty, be paid by employer . . . upon presentation of

proper evidence as to jury service and the amount of com-
pensation received . . .

Thirty-nine contracts required prior notice to the
employer.

. . . Any employee who is called for jury duty, and who
before reporting for jury duty, gives the company 5 days
prior notice thereof, shall be paid by the company for each
day he is paid for jury service . . .

Digitized for FRASER 7
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Paid jury leave provisions tn collective bargaining agreements, by industry group, 1953.

: Number with Percent with T - . :
Number studied provisions provisions Number covered by provisions allowing:
Difference be-
tween regular Res]uul:;egay Other !
Industry group Work- Work- pay and jury fee
Agree- ers Agree- ers Agree- | Work-
ments | (thou- | ments | (thou- | ments ers Work- Work- Work-
sands) sands) Agree- ers Agree- ers Agree- ers
ments | (thou- | ments | (thou- | ments { (thou-
sands} sands) sands)
ANl industries. - .o oo oo 1,736 |6,365.5 317 [1,159.8 18.0 18.0 223 | 625.8 21 ‘ 148.9 73 385.1
MANUFACTURING. ... 1,267 |4,304.3 224 702.3 18.0 16.0 188 564. 8 7 ] 37.3 29 100. 2
Food and kindred produets_ .. ... 120 | 309.2 45 106.0 38.0 34.0 45
Tobacco manufactures._. . - 14 ko2 (N VUSRS FUUP RPN PR PO (R,
Textile-mill produets_.._ . _________ .. ... 113 | 182.0 16 50.6 14.0 28.0 16
Apparel and other finished textile products..__. 54| 364.4 | |||l
Lumber and wood products (except furniture) . _ 26 21.6 2 3 8.0 1.0 2
Furniture and fixtures. ... _...__________ 32 (3735 U PR VAR [P ISP N
Paper and allied products...... P — 50 95.9 & 9.4 12.0 10.0 6
Printing, publishing, and allied industries_...____ 46 46.6 3 11 7.0 2.0 1
Chemicals and allied produets_.________________ 70 97.8 28 50.0 40.0 51.0 25
Products of petroleum and coal . ________________ 24 67.2 17 58.7 71.0 87.0 5
Rubber produets. .. ..o 20 | 13L7 3 6.1 15.0 50 3
Teather and leather produets_.__. . __.._.______ 30 53.0 3 2.8 10.0 5.0 3
Stone, clay, and glass produets. . _________._.____ 50 | 102.8 6 19.0 12.0 18.0 4
Primary metal induastries. .. __________________ 99 | 596.9 11 12.7 11.0 2.0 9
Fabricated metal products. . ____________________ 96 | 178.9 8 14.8 8.0 8.0 7
Machinery (except electrical). 164 | 341.6 23 70.3 14.0 210 21
Electrical machinery. ... _. 78 | 3755 28 | 169.5 36.0 45.0 18
Transportation equipment__ 114 11, 162.0 10 87.1 9.0 7.0 10
Instruments and related pro 24 44.0 5 24.2 21.0 55.0 5
Miscellaneous manufacturing. 43 45.0 10 19.6 23.0 44.0 8
NONMANUFACTURING . o i 469 12,061.2 93 | 457.5 20.0 22.0 35
Mining, crude-petroleum, and natural-gas production. 33| 514.2 3 4.2 9.0
Transportation 2.l 85 218.2 7 17.4 8.0
Communications..__._. - 63 | 504.8 36 | 330.6 57.0
Utilities: electric and gas. 60 | 154.9 34 81.8 57.0
‘Wholesale trade..._...___ 21 21.8 6 3.9 29.0
Retaijl trade..._________ 631 124.2 5 18.5 8.0
Hotels and restaurants. 25 1 1059 |oooeofeee e aaaas
Services......_....___._. 61 122.1 2 1.1 3.0
Construetion._...______....... - 531 2730 |-ceoea oo
Miscellaneous nonmanufacturing 5 b2 (I S SN N

1 Agreements were not clear as to whether pay for jury leave was to include
or exclude jury fees. They referred to ““time off with pay,” “guaranteed pay
for time lost,” “pay for time spent on jury duty,” and similar provisions
without clarifying statements regarding jury fees.

Eligibility for paid jury leave binged on length
of service in some cases.

. . . All regular full-time employees who have 6 months
or more of continuous service shall be reimbursed for jury
duty.

Other Provisions

Because it is difficult to foretell the duration of
jury service, most agreements contained little on
the subject of time limitations. However, 34
agreements placed a limit on either the number of
days or the number of calls to jury service, or both,
for which employees could be paid during a speci-
fied period of time.

When an employee has been absent from work because
of jury service for a period not in excess of 10 working
days, he shall be paid his regular rate of pay and will not
be required to reimburse the company with his jury pay.

. . . The company shall in no event be obligated to
make any payment under this provision with respect to
jury service more frequently than once in any 24 months,
nor for jury service exceeding 4 weeks on any one call . . .

2 Excludes railroad and airline industries.

in the computation of overtime pay eligibility.
Thirteen contracts allowed time out for jury duty
to be considered as time worked for overtime pay
purposes; 15 explicitly prohibited including time
spent on jury service in total time worked for the
purpose of overtime pay computation.

Some contracts contained specific provisions pro-
hibiting pay for jury duty performed while an em-
ployee is on vacation, on layoff or leave status, or
on holiday leave. However, a few contracts al-
lowed holiday pay to employees engaged in jury
service, if such service occurred during a week in
which there was a paid holiday.

Pay for serving as a court witness in addition to
pay for jury duty was provided in 50 contracts.
In most instances the amount of pay was the same
for both; where there was a difference, compensa-
tion for jury duty was higher than for other court
service.

Digitized for Am¢he majority of agreements no mention was

http://frasepraidesofithe treatment of time spent on jury duty
Federal Reserve Bank of St. Louis

—Dge~xa G. Wziss

Division of Wages and Industrial Relations



Union Contract Provisions for
Paid Leave on Death in Family

Payine workgRrs for time lost or for time granted
for personal or other reasons not immediately con-
nected with the job has become a common policy
over the past two decades. This is reflected in the
current prevalence of such practices as paid vaca-
tions and paid sick leave or sickness and accident
insurance benefits. Recognition of other needs for
time off without loss of wages has been gaining in-
creased attention in collective bargaining. One
example, discussed in this article, is the provision
for paid leave on the occurrence of death in the
worker’s family by approximately 1 out of 8 con-
tracts recently studied by the Bureau.

Bargaining on paid absences due to death in the
family generally entails consideration of how much
time should be allowed and definition of the family
unit. The underlying intent of most provisions
of this type is to compensate employees for the
scheduled working time necessarily lost rather than
to establish a standard leave period. Thus, the
majority of agreement provisions specified a maxi-
mum of allowable paid leave, usually 3 days, but
not & minimum. A number of provisions, includ-
ing some with a fixed period of allowable leave, also
specified that leave was to be taken over a con-
secutive period of time or stipulated when leave
was to begin or end. Some agreements provided
that paid leave would be granted only if employees
actually attended the funeral; a few required sub-
mission of proof.

Length of Leave

Of 1,737 agreements analyzed, 218 provided for
payment of wages lost due to death in the worker’s
family.! The agreements with such provisions ap-
plied to 12 percent of the 6.4 million workers cov-
ered by the survey. (See table 1.)

Provisions for leave on the occasion of death in
the family were generally most prevalent in
industries such as chemicals, communications,
and utilities in which relatively high proportions
of the workers covered by agreements are paid
salaries. In the case of ssalaried workers, pay-
ment for time lost means that no deduction is

1 The agreements in the study, current as of January 1, 1953, or later, were
selected from the BLS file of union contracts on the basis of industry, union,
and geographic representation. Agreements for the airline and railroad in-
dustries are not collected by the Bureau and, therefore, are not included in

made; where hourly paid workers are concerned,
clock hours usually must be adjusted to take ac-
count of excused and paid leave.

The allowances under leave provisions were
basically of 2 types: (1) A fixed period of time,
such as 2 or 3 days; or (2) a maximum period,
allowing for variations in the length of leave
depending upon individual circumstances or, in
a few cases, upon supplementary agreement pro-
visions, The majority of the agreements with
leave provisions were of the latter type, with an
“up to 3 days” limit prevailing (table 1). How-
ever, only a few of the 105 agreements which
specified a maximum of 3 days’ paid leave indi-
cated the circumstances which would determine
the actual amount of leave allowed. Among such
factors were the employee’s relationship to the
deceased, the travel time required, and the time
when an employee received notification of death,
as in the following exampies:

Burial benefits: In the event of the death of a member
in the immediate family of any employee covered by this
agreement, he shall be allowed a leave of absence for the
death or funeral.

(a) For the purpose of this clause, immediate family
shall be construed to mean brother, sister, father, mother,
wife, or child; burial out-of-town shall mean beyond a
50-mile radius of the City of Louisville courthouse.

(b) Benefits paid shall be at straight-time pay and shall
cover scheduled workdays, pay for which he would have
received if on the payroll and working during that pay
period.

Oui-of-
In town town
(day) (day)

Brother or sister..._.____.__. 1 2
Father or mother____________ 1 2
Wife orehild.___________.___ 2 3

The company agrees that, in the event of a death in an
employee’s immediate family, he shall be paid for any
regularly scheduled workdays of 8 hours lost, not to
exceed 3 days following notice of death through the day
of the funeral.

One group of 29 agreements did not specify the
maximum number of days that could be granted
but stipulated that the amount of paid leave
would be at the company’s discretion. A number
of these agreements indicated that a ‘‘reasonable’
period of time would be allowed, depending upon
the circumstances involved; for example:

An employee may be permitted to be absent without
deduction in pay for a period that is reasonable and
warranted on account of death in the employee’s immedi-
ate family. In deciding the payment to be allowed in
such cases, consideration will be given to the relation-
ship between the employee and the deceased and also to
the amount of time required in going to and returning from
the place of the funeral service.

Digit 26§ HPERASER
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TaBLE 1.—Prevalence of provisions for paid legve and amount of time allowed under collective bargaining agreements on
account of death in worker’s family, by industry group, 1963

Number of days allowed
Number Number with Percent with
studied provision provision
Two Three Up to three Other 2
Iadustry group
Work- Work- Work- Work- Work- Work-
Agree- ers Agree- ers Agree- | Work- | Agree- ers Agree- ers Agree- ers Agree- ers
ments | (thou- | ments | (thou- | ments ers ments | (thou- | ments | (thou- | ments | (thou- | ments { (thou-
sands) sands) sands) sands) sands) sands}
Allindustries. ... ... coooio.ooo. 1,737 |6,366.7 218 | 759.3 12.6 11.9 4 36.5 41 | 114.5 105 | 292.4( 58 315.7
MANUFACTURING . o cemca e 1,267 [4,304.3 132 | 3417 10.4 8.0 11 33.0 29 42.1 80 | 227.0 12 39.6

Food and kindred products......._.. 120
Tobacco manufactures. . R 14
Textile-mill produets. ... ... _______ 113
Apparel and other finished textile

produets. .. ... 54
Lumber and wood products (except

furniture) - _....... R 26 21.6 2 .5 7.7 2.4
Furniture and fixt - R 32 55.1 2 .8 6.3 1.5
Paper and allied produects. . 50 95.9 10 14.1 20.0 14.7
Printing, publishing, and al

dustries. - . oo oo 46 46.6 1 .7 2.2 1.5
Chemicals and allied products._ . R 70 97.8 36 59.7 51.4 61.0
Products of petroleum and coal..____ 24 67.2 18 57.1 75.0 85.0
Rubber produets__....._.__._ . 20§ 131.7 1 1.4 5.0 1.1
Leather and leather products. 30 53.0 |acomeoofommncma e RS R PR R PR PRSUS
Stone, clay, and glass produets. 50 | 102.9 13 31.0 26.0 30.1
Primary metal industries__ . - 99 i 596.9 9 20.6 9.1 3.5
Fabricated metal produets.. 96 | 178.9 2 1.6 2.1 .9
Machinery (except electrical). 164 | 341.6 4 4.6 2.4 1.3
Electrical machinery...__._ - 78 | 375.6 15 74.4 19.2 19.8 1
Transportation equipment..._.______ 114 {1,162.0 6 44.6 5.3 3.8
Instruments and related products.. .. 24 44.0 4 16.2 16.7 36.8
Miscellaneous manufacturing indus-

180 P 43 45.0 2 3.8 4.7 8.5 Jom et 1 2.6

NONMANUFACTURING. .o 470 |2,062.4 86 | 417.5 18.3 20.2 3 3.5 12 72.4 25

Mining, crude-petroleum and natural

gas production.___.___._.____._._._. 33| 514.2 1 2.6
Transportation ® ... ... . . __.___._. 851 218.3 5 5.0
Communications. .. ......o......._.. 63 | 504.8 39 | 332.4
Utilities: gas and electric..._..._.... 60 | 154.9 30 54.4
Wholesale trade..._._......._._..._. 22 23.0 4 2.2
Retailtrade______ ... ... _._._... 63 | 124.2 3 16.0
Hotels and restaurants.._._.__._._._. 25 | 105.9 | oo e
Services. .. e . 61 | 122.1 2 5
Construetion. ______.__._...._..__.__ 531 203.0 eaeoe e
Miscellaneous nonmanufacturing . _ - 5| 22.0 2 } 4.4

Twenty-five agreements had more than one arrangement for paid leave
when family members died, and 14 also provided for other than family mem-
bers. In the group of 23, usually a more liberal provision was specified for
one family group ordinarily designated as “immediate’” as against others
sometimes identified as “other relations,” “more distant relatives,” “other
members of the family not specifically mentioned,” etc. For each of these
25 agreements the more liberal provision applicable on death in family is
shown in this table.

Some agreements stated fixed leave provisions
in terms of “calendar” or ‘“‘consecutive days,” or
implied such terms by establishing the starting. or
ending day of the excused leave, as in the following

examples:

A wage rate emplovee . . . who is excused from work
because of death in his immediate family, shall be paid . . .
for his scheduled working hours during the first 3 calendar
days.

An employee who has 1 or more years of continuous
service . . . and who is excused from work because of
death in his iminediate family shall be paid his regular
rate of pay for his scheduled working hours excused during
the first 3 davs, starting on the day of death or on the
day following the death,

? Six agreements specified 1 day’s leave, 7 specified a maximum of 4 days,
and 3 a maximum of 5 days’ leave. Amount of allowable leave in 29 agree-
ments was at the company’s discretion. The remaining 13 agreements had
miscellaneous provisions, including a few which merely stated paid leave for
death in family would be allowed, without any reference to the number of
days nor the circumstances which would determine the amount of leave.

3 Excludes railroad and airline industries.

NoOTE: Because of rounding, sums of individual items do not necessarily
add to total,

terms of a fixed number of days or “scheduled
working days,” without any qualifications restrict-
ing the leave to consecutive days, as in the follow-
ing examples:

Any regular employee covered by this agreement shall
be granted 3 days’ leave of absence from work on account
of death of his father, mother, sister, brother, son, daugh-
ter, husband or wife, son-in-law, or daughter-in-law with
full pay at straight-time hourly rate.

An employee shall be given 3 scheduled working days off,
at the rate established for his regular job classification, to
attend the funeral of a member of the employee’s immediate
family. For the purpose of this provision, the “immediate
family”’ of an employee shall mean his wife, husband,
children, mother or father, brother or sister, mother-in-law
or father-in-law, stepmother or stepfather.

o ) .
Digitized for l_%klé%abreements, however, expressed leave in
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Other Leave Provisions

Some agreements imposed limits on the number
of occasions upon which leave provisions could
be utilized. Minimum and maximum yearly
limits were provided in one agreement, as follows:

During a calendar year, anv regular employee with 1 or
more year’s seniority losing time occasioned by serious
illness or death of a member of employee’s immediate
family, on application to his appropriate supervisor, may
be allowed for such purposes a minimum time off for as
many as 3 days, if required, and a maximum of 14 days
on the basis of 1 day off for each full year’s service com-
pleted prior to January 1 of the current year.

Agreements sometimes provided for the accumu-
lation of paid leave from year to year up to a
specified limit for personal reasons, including death
in the family, as in the following: 2

For each month that employees on a weekly or monthly
salary have worked 40 hours or more, they will be allowed
1 day’s leave for personal, serious sickness, or death in
the immediate family or household with pay for each

month of service after April 15, 1937. When such leave
is not used by the employee, it shall be accumulated from
month to month and from year to year. Reasonable
evidence as to the accuracy of the reason shall be presented
to the company before such leave shall be allowed. The
total time that can be accumulated will be 36 days at one
time.

A few agreements incorporated a proviso similar
to the following:

No more than 3 days’ pay shall be given should more
than 1 death occur in the family within any 3-day period.

In some agreements, employees were granted
paid leave for death in the family only if certain
requirements were met. Length-of-service require-
ments were stipulated in approximately a fourth
of the 218 provisions. Commonly, 1 year's or 6
months’ service was required; a few agreements
specified that ‘“‘permanent’’ or “regular’” employees
would be eligible; in 1 agreement, “full- and part-
time’’ workers were covered.

One agreement gave employees a choice on the
time period to be taken as follows:

. . . An employee will receive time off with pay during
the period between death and burial, or during an estab-
lished religious mourning period, up to a maximum of 3
days on which the employee would have been regularly
scheduled to work. . . .

2 This provision did not apply to hourly rated employees also covered by

Diditis & SEPERASER
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Approximately 1 of every 4 agreements incor-
porated a requirement for funeral attendance.
For example:

. . . No pay allowance shall be granted in a case where
because of distance or other cause, the employee does
not attend the funeral of the deceased relative.

Some provisions specified that employees must
submit proof of their relationship to the deceased.
Nearly 10 percent of the agreements required
proof of the family member’s death as, for example,
“the verification of death and relationship shall
be made to the satisfaction of the company.”

Advance notice to the company or notice ‘““as
soon as possible’” was required in some agreements,
and in a few instances notice had to be approved
in advance by supervisory personnel.

Some agreements which allowed paid time off
for personal bereavement also dealt with the
problem of counting such time for purposes of
general overtime. This problem was specifically
resolved in 1 of every 5 agreements; the majority
of the provisions excluded such time for purposes
of éomputing weekly overtime payments. Some

agreements also specified whether paid leave for
death in family would .count for purposes of
premium pay for weekend work.? There was an
almost even division between inclusion and
exclusion for premium pay for the sixth and
seventh day of the workweek.

TaBLe 2.—Definition of family unit in collective bargaining

agreement provisions for paid leave on death in worker's
family, 1953

Number with | Number with
provision for {provision for par-
full allowance | tial allowance ?
Relationship
Work- Work-
Agree- | ers Agree- | ers
ments | (thou- | ments | (thou-
sands) sands)
218
201 3
200 3
200 .
Sister and/or brother._.__. 172 | 559.0 1 3.0
Parentsdn-law_____.____________________. 94| 331.6 8 42.4
Members of famil em-
ployee 52 | 291.7 3 5.5
Grandparents... 25| 123.6 5 37.5
Sister-in-law and/or brot 141 317.3 7 39.7
Grandehildren....________ - 3 18.2 4 7.7
Son-in-law and/or daughter-in-law _______ 2 8.1 4 34.3
Otherd____ . .. 29| 102.9 12 66. 1
Notdefined._.. ... . ... ... 14 88.0 | oo

lFxbgures are nonadditive, since agreements list more than one family
member.

? Included are only those family members specified in 25 agreements for
whom partial allowance was granted, usually a day or less. The previous
column inctudes those family members in the 25 agreements for whom full
leave allowance was granted.

3 Included in the group with full allowance are foster parents; foster. chil-
dren; stepparents and stepchildren; stepbrothers and/or stepsisters; halfsister
and/or halfbrother; aunts, uncles, cousins, and relationship by kinship or
dependency. Included in the group with partial allowance are aunts and
uncles, nieces or nephews, cousins, ‘“close” relatives, and relationship by
kinship or dependency.



Defining the Family Unit

Almost all of the agreements with provisions for
payment of time lost due to death in family,
defined the family unit, presumably to prevent
abuses or charges of discrimination. The defini-
tion invariably included spouse, parents, and
children but varied considerably on the inclusion
of other members of the family (table 2).

In 25 agreements, less paid leave was allowed

12

for deaths of “distant” than of immediate family
members, as in this illustration:

The company agrees to pay wages up to 3 days to
employees during absence from work when caused by

death and attendance at funeral of wife, husband, child,
parent, brother, or sister.

Full wages up to 1 day will be paid during absence caused
by attendance at funeral of sister-in-law, brother-in-law,
parent-in-law, or grandparents.

—WiLLiam PascEeLL anp DEna G. Werss
Division of Wages and Industrial Relations
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Reporting and Call-Back Pay in
Collective Bargaining Agreements

UnDER THE TERMS of most collective bargaining
agreements, employees who are scheduled to work
and, in the absence of prior notice, report at the
usual time in the expectation of working are
guaranteed some work for the day or pay in lieu
of work., The compensation paid employees in
lieu of work in fulfillment of this guarantee is
commonly called “reporting pay’’ ! and is normally
computed at the worker’s straight-time rate.

Agreements frequently also provide separate
“call-back pay” guarantees, which apply when
employees report at management’s request outside
of regularly scheduled hours, or on an off day, or
after they have completed their regular day’s
work and have left the place of employment.
Call backs usually arise during emergencies and
are often paid for at a premium rate since they
provide off-schedule work.

Reporting pay guarantees are designed to
compensate workers for part or all of the pay lost
if no work is available and for the inconvenience

and expense of coming to work on time. Reporting
pay essentially penalizes management for failing
to schedule work efficiently and for calling in more
workers than are needed. In most cases, the
employer avoids the penalty if he gives employees
suitable advance notice not to report to work or
if failure to provide work is due to causes beyond
management’s control, such as fire, ““acts of God,”
and power breakdowns.

Call-back pay guarantees have a purpose
similar to that of reporting pay in compensating
employees for the inconvenience and expense of
coming to work and in penalizing management
for calling in employees who may not be put to'
work or for providing an insufficient amount of
work. However, a waiver of the employer’s
liability through advance notice or the occurrence
of events beyond his control generally does not
apply to call-back situations, since employees are
specifically requested to report for work which is
usually of an emergency or special nature.

! Other terms in use are ‘‘reporting allowance,” ‘reporting time,” and
“call-in pay.” The last mentioned term is sometimes applied to special or
unscheduled calls to work, as on a holiday, or as an alternative to “call-back
pay.n

Reporting pay provisions are not new, although
they have become more prevalent during the past
decade. Studies by the Bureau of Labor Statistics
during the 1920’s indicated that such clauses
existed in a number of collective bargaining
agreements.? Collective bargaining on provisions
for reporting or call-back pay deals primarily
with such issues as the amount of the guarantee,
the conditions under which it may be forfeited by
employees, the amount of notice required of the
employer to avoid guaranteed payment, and the
conditions relieving the employer of obligation.

Reporting Pay Provisions

Of 1,737 agreements studied by the Bureau of
Labor Statistics, current during 1953 or later and
covering almost 6% million workers, slightly more
than 80 percent included provisions for reporting
pay.® Such provisions were found in agreements
covering over 5 million workers, or about 79
percent of the total number of workers covered
by the study (table 1).

Reporting pay provisions were much more
prevalent in manufacturing than in nonmanufac-
turing industry agreements—90 percent and 54
percent, respectively. Several factors appeared
to account for this difference. In many non-
manufacturing establishments, workers are com-
monly paid on a weekly salaried basis, which is
in itself a type of pay guarantee, rather than on
an hourly basis, as in manufacturing. Some
nonmanufacturing establishments characteristi-
cally provide continuous service or keep their
facilities open each working day, thereby assuring
day-to-day stability in employment for regular
employees.

Amount of GQuarantee. The reporting guarantees,
in work or in pay in lieu of work, ranged from 1
hour to a full day (table 2). Some agreements
which provided less than a full day’s reporting pay
if no work was available allowed a greater amount
(up to a full day’s pay) if work was started or if the
employee worked more than a specified number
of hours (classified in table 2 as “graduated
payments”’).

2 BLS Bulletins 393, 419, 448, and 438, covering the years 1923-24, 1925,
1925, and 1927, respectively. For illustrations of reporting pay clauses in
effect during these years, see Bulletin 468 (pp. 231 and 236).

3 The agreements in this study were selected from the Bureau’s file of
current union agreements on the basis of industry, union, and geographic rep-
resentation. Agreements for the airline and railroad industries are not col-
lected by the Bureau and, therefore, are not included in the study.
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TaBLE 1.—Cbollective bargaining agreements with reporling
pay provisions, by tndustry group, 1953

With reporting pay provisions
Number
studied
Number Percent
Industry group
Work- Work-
Agree-| ers (in | Agree-| ers (in | Agree-| Work-
ments} thou- |ments| thou- |ments| ers
sands) sands)
All industries........_ 6, 366.7 | 1.399 (5,016.1 R0.5 78.8
Manufacturing....... 1,267 (4.304.3 | 1,145 (3,887.6 | 90.4 90.3
Food and kindred products. 120 | 309.2 101 | 280.8 | 84.2 90.8
TobacCo - oo ieans 14 32.7 13 3.3 92.9 95.7
Textile mill products..__..._ 113 | 182.0 109 | 179.1 96.5 98.4
Apparel and other finished
products. ... 54 | 364.4 39| 178.8) 72.2 49.1
Lumber and wood products
(except furniture)......._. 26 21.6 22 14.1| 84.6 65.3
Furniture and fixtures.___.. 32 55.1 30 239 037 43.4
Paper and allied produects. . 50 95.9 49 93.1 | 98.0 97.1
Printing, publishing, and
allied industries - 46 46.6 29 33.7| 63.0 72.2
Chemicals and allie
uets. ... 70 97.8 66 94.3 | 9.3 96.5
Produets of pettoleum and
_______________________ 24 67.2 20 50.2 | 83.3 74.8
Rubber produets. . ......._. 20| 13L7 20| 181.7 | 100.0 | 100.0
Leather and leather prod-
WCES. - o 30 53.0 23 35.9| 76.7 67.7
Stone, clay, and glass prod-
uets. oo 50 | 102.9 45 97.0 | 90.0 94.4
Primary metal industries._ . 99 | 596.9 93] 581.3 1 93.9 97.4
Fabricated metal products . _ 96 | 178.9 90 { 174.0 | 93.7 97.3
Machinery (except electri-
ealy ... 164 341.4 155 324.8 9.5 95.1
Electrical machinery. __.__. 78| 3755 711 340.5| 91.0 90.7
Transportation equipment._ 114 §1,162.0 108 |1,137.5 | 94.7 97.9
Instruments and related
ProdnetS oo oo .. 24 44.0 23 43.5 | 95.8 98.8
Miscellaneous manufactur-
Ing. .. 43 45.0 39 42.0 | 90.7 93.3
Nonmanufacturing...| 470 |2,062.5 254 |1,128.5 | 54.0 54.7
Mining and crude petro-
leum production...._.___. 33| 514.2 27| 441.6 | 81.8 85.9
Transportation t._._ - 85| 218.3 651 157.2{ 76.5 72.1
Communications. 63 | 504.8 10 121.6 | 15.9 4.1
Utilities: electric 601 154.9 27 66.6 | 45.0 43.0
Wholesale trade. . 22 23.0 14 16.7 63.6 72.5
Retail trade. . ...____.__ 63 124. 2 30 43.6 47.6 35.1
Hotels and restaurants...... 251 1059 16 61.2 | 64.0 57.8
Services. ..o o.oooo. 61 1221 25 48.6 41.0 39.8
Construetion. ...._..._..... 53| 213.0 39 168.9| 73.6 61.9
Miscellaneous nonmanu-
facturing . ... 5 22.0 1 24| 20.0 1,9

! Excluding railroad and airline industries.

Among all industries, the most commbn report-
ing guarantee was 4 hours (or a ‘“half shift,”

“half tour,” or “half day”) of work or pay,
occurring in about 1 out of every 2 agreements
analyzed. Guarantees of 2 hours and of 8 hours
(a full shift) were each found in less than 10
percent of the agreements.* In two industries—
printing and publishing,® and hotels and restau-

4 An additional 4 percent of the agreements analyzed provided a guarantee
of 8 hours’ pay if any work was performed or if the employee worked more
than a specificd number of hours, usually 4.

¥ Although the printing and publishing industry showed the lowest pro-
portion of reporting pay provisions among all the manufacturing industries,
1t showed the greatest proportion of agreements providing the highest pay
guarantee (full day)., Reporting pay provisions were more prevalent in the
commercial printing agreements analyzed than in newspaper printing.
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rants—a full day’s guarantee was more common
than any other provision.

Four-hour guarantees were more frequent in
manufacturing than in nonmanufacturing agree-
ments—or 61.5 and 17.9 percent, respectively.
Eight-hour or full day guarantees, on the other
hand, were more prevalent in nonmanufacturing.

In some instances, the reporting guarantee for
evening or night shifts was higher than for the
first or daytime shift. For example:

Any employee ordered to report to work and reporting
at the regular hour shall be guaranteed 4 hours’ work or
4 hours’ pay in lieu thereof, provided that any employee
ordered to report to work on any shift, the majority of
hours of which fall between 9 p. m. and 6 a. m., and

reporting at the regular hour shall be guaranteed work or
pay in lieu thereof for the full shift.

A graduated reporting pay guarantee was pro-
vided in about 1 agreement in 10. These distin-
guished between situations in which no work was
performed and the worker was sent home, and
those in which work actually started. For
example, under some agreements employees were
assured 4 hours’ pay (or work) for reporting on
schedule, but 8 hours’ pay if they worked more
than 4 hours; or 2 hours’ reporting pay even if no
work was available, but 4 hours’ guarantee if any
work was performed; or 2 hours’ pay for reporting,
4 hours if put to work, and 8 hours if they worked
more than 4 hours.

In some cases the guarantee varied for different
groups of employees, as in the following clause:

Every employee (other than those at the bottling plants)
who may be . . . instructed to report for work, and who
is furnished less than 8 hours’ work, shall nevertheless
receive at least 8 hours’ pay at the proper rate; employees
at the bottling plants, when . . . instructed to report for
work, shall be furnished at least 7 hours’ work at the
proper rate.

A few agreements varied the amount of the
guarantee according to length of service (the
longer-service employees eligible to receive the
greater payments) or according to the distance
of the employee’s home from the plant. Still
others specified a flat sum.

Amount of Notice Required. As a general rule,
employees notified in advance not to report for
duty received no payment if they showed up for
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TABLE 2.—Guarantees specified in reporting pay provisions of collective bargaining agreements, by industry group, 1953

Number studied Percent with reporting pay guarantees of—
Industry group Workers No provision | 2 hours 3 hours 4 hours! 8 hours g?ggi%iq Other 3
g%;%es. (in thou-
sands) Agree- (Work- [Agree- |Work- [Agree- |Work- [Agree- |Work- [Agree- | Work-| Agree-] Work-| Agree-| Work-
ments; ers |ments| ers |ments| ers |ments| ers |ments| ers [ments| ers |ments| ers
Allindustries. .. ... 1,737 1 6,366.7 | 19.5 | 21.2 7.5 12.0 4.0 1.9} 49.8] 50.8 7.7 6.3 9.4 6.6 2.1 1.2
Manufacturing............. 1,267 | 4,304.3 9.6 9.7 8.3 5.4 4.8 2.3) 6157 72.4 4.7 2.9 9.6 6.7 1.4 .5
Food and kindred products...... 120 309.2 | 15.8 9.2 9.2 8.0 2.5 4| 47.5 | 69.4 | 150 6.4 5.8 3.5 4.1 3.1
Tobaceo . ... .o 14 32.7 7.1 4.3 7.1 4.6 1 |ooo.._ 85.7 | 911 | feemmmo e me o e e e
Textile mill produets__....._.____ 113 182.0 3.5 1.6 6.2 3.2 2.7 1.5 7L7) 79.8 | e . . 16.0 | 13.8 | |-caa__.
Apparel and other finished prod-
[ 7 PRI 54 364.4 | 27.8| 50.9 1.9 N 2 (R I 68.5 | 48.4 | . j_ . _j.__ . ). L9 O
Lumber and wood products
(except furniture) .. _ - 26 21.6) 15.4| 34.7) 30.8 ) 23.8 ... ____| ._.___ 50.0 | 40.6 3.8 .8 .
Furniture and fixtures 32 55.1 6.3 56.6 [ _____t ______ 15.6 6.9 750 3.1
Paper and allied produ _ - 50 95.9 2.0 29| 340 36.0 4.0 3.3 32.0 18.0
Printing, publishing, and allied
fndustries. . ... ... 46 46.6 1 37.0 | 27.8 | . |oceeo | 8.7 10.9
Chemicals and allicd products. ... 70 97.8 5.7 3.5 5.7 2.9 1.4 .7 67.2 1.5
Products of petroleum and coal__. 24 67.2] 16.7| 25.2) 12.5 8.5 4.2 3.4} 417 12.5
Rubber products. ... ... . .... 20 D k-3 U IR ORI BN SRR 10.0 2.0 80.0 5.0
T.eather and leather products..._. 30 53.0 ] 23.3| 32.3] 23.3] 10.1{ 13.3 51| 36.6 3.3
Stone, clay, and glass produets.._ 50 102.9 | 10.0 5.6 40| 15.9| 220} 256| 56.0 8.0
Primary metal industries.....___. 99 596.9 6.1 2.6 6.0 3.1 4.0 L1 | 70.7 13.2
Fabricated metal products...._._. 96 178.9 6.3 2.7 8.3 3.7 3.1 L7719 8.2
Machinery (exceptelectrical). ... 164 341.6 5.5 4.9 7.9 1.9 6.1 6.4 68.3 85
Electrical machinery.________.._. 78 375.5 9.0 9.3 9.0} 1L0O 7.7 2.0 67.9 2.6
Transportation equipment___.____ 114 { 1,162.0 5.3 2.1 7.0 1.7 5.3 1.3 | 61.4 19.3
Instruments and related produets. 24 44.0 4.2 1.2 8.3 A T PO P 70.9 16.7
Miscellaneous manufacturing..... 43 45.0 9.3 6.7 2.3 [ 3 PR AU 76.7 4.6
Nonmanufacturing. ... 470 | 2,062.5 | 46.0 | 45.3 7.9 26.5 1.5 1.2 17.9 8.6
Mining and crude petroleum pro-
duetion_ .. ..o 33 514.2 | 18.2 39.4 2.8 bl 30.3 2.6 ...
Transportation 8__ 85 218.3 | 23.5 23.5| 1256 22.4| 26.2 5.9 4.1 12.9 12.4
Communications 63 504.8 1 84.1| 75.9 | 16| .2 o |ecmomfeiomo)omaen 95| 16.8 4.8 7.0 e o
Utilities: electricand gas.._....._. 60 154.9 55.0 10.0 46| 16.6| 22.2 5.1 10.5 4.9 2.4
Wholesale trade_ .. ..____..__..__. 22 23.01{ 36.4 18.2 [ 1.1 18.2 8.7] 27.2) 52,6 f_.._...\......_
Retail trade. ... 63 124.2 | 52.4 25.4 8.4 14.3 | 13.7 6.4 1.7 L5 1.3
Hotels and restaur: 25 105.9 { 36.0 8.0 3.5 | 48.0 | 458 4.0 3.8 4.0 4.7
Services...... 61 122.1 59.0 24.6 | 27.5 3.3 1.9 4.9 3.6 1.6 L5
Construction. 53 273.0 | 26.4 15.2 8.0 3.8 1.5 13.2] 1.2 3.6 1.0
Miscellaneous b 22,0 | 80.0 ] 89.1 (o o emmcon] e e cee | mm e m e e e 20.0 10.9

1 Includes guarantees of a ““half shift,” *half tour,” or “halfday.” Includes
28 agreemente (22 in the textile industry) covering over 65,000 workers, which
ﬁrovided a guarantee of 4 hours to first- and second-shift employees and 8

ours to third-shift employees.

2 Includes agreements in which the amount of guaranteed time varied,
depending on whether or not an employee was put to work upon reporting
(e. g., 2 hours guaranteed for reporting and 4 hours if work was started; a full
day’s pay if more than 4 hours were worked).

¥ Includes 18 agreements providing guarantees in amounts other than those

work and found none available. However, out
of 404 representative agreements ® with reporting
pay provisions which were analyzed in greater
detail, only 214 explicitly stated that advance
notice by the employer voided the reporting pay
guarantee. What constituted adequate advance
notice was specified in 71 of these agreements; it
ranged from 1 hour prior to the start of the work-
ing day to notification either on the previous day
or on or before the end of the worker’s previous
shift. The latter type of provision was most
common, occurring in 33 of the 71 agreements.
Notice of 2 hours was required in 12 agreements;
8 hours in 11 agreements; and from 1 to 16 hours
in the remaining 15 agreements.

shown, such as 1 hour (4 agreements), 214 hours (1 agreement), 5 hours (7
agreements), and 6 hours (6 agreements); guarantee expressed in fixed mone-
tary allowances; guarantees applicable to specified group only or varying
among occupations; guarantees varying with employee’s length of service or
with distance {rom the plant; guarantees of a specified minimum number of
hours’ work or pay, but lesser guarantees if unavailability of work was due to
breakdowns or emergencies, etc.

4 Less than 0.1 percent.

§ Excluding railroad and airline industries.

Waiver or Modification of Guarantee. The report-
ing guarantee was commonly not effective or
was modified if the employer’s failure to provide
work or to furnish advance notice that work
would not be available was due to causes or events
beyond his control. Strikes, fire, flood, “acts of
God,” and power failure were instances of such
factors. Waiver provisions of this type were in-
cluded in four-fifths of the 404 agreements for
which reporting pay provisions were analyzed
in detail (table 3).

Most of the waiver clauses granted the em-
ployer complete release from payment of the
minimum guarantee under specified conditions.
Some, however, allowed a reduction in the amount

under these or similar conditions, but not a com-

Digitize ¥ Phéskdgreements covered 1,774,000 workers. plete waiver, as in the following clause:
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No employee shall be called out to work for less than 4
hours. He shall be considered called out to work unless
official notice is given not later than the previous day,
except in cases of emergencies, accidents, fires, storms,
floods, power breakdowns, and other causes clearly beyond
the control of the company, in which event he shall be
given not less than 3 hours’ work.

In the following clause, a bonus of 1 hour’s
pay, in addition to time actually worked, was
given employees if the company’s failure to pro-
vide a full day’s work was due to conditions be-
yond its control:

Unless an employee is notified not later than the pre-
vious day not to report for work, any employee regularly
scheduled to work or who is notified to report for work,
and who reports for work, shall be given a minimum of
8 hours’ work, or a minimum of 8 hours’ pay at straight-
time hourly rates, if he actually commences work, but if he
reports for work under such circumstances and is not put to
work, he shall be paid a minimum of 4 hours’ pay at straight-
time hourly rates. The foregoing provision shall not apply

TaBLE 3.—Causes for waiver of reporting pay guaraniees
specified in collective bargaining agreements, 1953 1

Number of

Causes for waiver agreements

Total agreements analyzed_....._. s 404
No walver provisions. _..........._... - 85
“Causes heyoind company control” . .. oo 169

Natural disasters:

Inclement weather (rain, storm, hurricane, cyclone). 71

Acts of God..... 69

Floods...__...._.. 48

Other catastrophes 1
Breakdowns afTecting plant operation:

Power or utilities failure; fuel shortage; water failure______. 98

Breakdown of machinery or equip:ent; genera! breakdown. 61

Emergency forcing shutdown of department or substantial

part of plant. . . eiiceccciccenaean 18

Accidents; general disaster.. ... oo o oo 8
Strikes:

Strikes; work stoppages; stopnage due to labor dispute.. 109

Labor dxspute to which company is not a party....... 1

Embargo. . . oo ememmcc e 1
‘War or sabotage:

Act of an enemy agent; act of a publicenemy; dueto “the

COMMON BNEM Y e mcm e eamammnm [}]
‘War; act of war.__._._. - 2
Explosions; bombing. ... - 6
Riot or civil commotion.... .. . .coooioooiaas - 3

Material shortages and cancellation of orders:
Shortace of material.....__._..___... - 1
Cancellation; delay by customers. . - b
Employee refusal to accept other work and other noncom pliunce
Employee rejection of alternative work assignments..___.__ 70
Return to work after ahsenee without prior notice ... ... 18
Release from work for disciplinary 1easons or incompetence. 14
Absent or unavailable for notiee_.___.. ... ... ... 10
Other:
Insufficient number of employees reporting for work;

“unexcnsed absences’ ... .i..oio..o 7
Inability of company to give notice due to insufficient time b
Action of any Fedetal, State, or local authority. _.__..__ 2
Discontinnance of work by mntual agrcement.._..____ 1
Conditions for which employees or employer are not

responsible. .. .. al.- 1

1 Based on an analysis of 404 agreerments with reporting pay provisions,
representatively selected. The figures shown are nonadditive because
agreements specifly more than one cause.
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where an employee after reporting for work is prevented
from starting work, or after commencing work is pre-
vented from working a minimum of 8 hours because of
breakdowns, stoppages of production, or other emer-
gencies beyond the control of the company. In such
cases the employees shall be paid only for the time actually
worked plus 1 hour’s pay at straight-time hourly rates
commencing at the time the superintendent notifies the
shop steward that an emergency exists which prevents
the company from supplying further work to the
employees.

It is a common practice to specify that the em-
ployer may assign employees to other work if
their regular work is not available. Generally,
employees refusing such reassignment or substi-
tute work forfeit the guarantee. In some agree-
ments, however, the employee was given the
right to refuse other than his regular work, if it
was not available, without forfeiting the minimum
payment. An intermediate type of clause re-
stricted the employee’s reassignment to jobs which
were within a designated number of labor grades
or job classifications of his regular labor grade or
job classification. For example:

If an employee shall be required by the company to
report for work on any day and he shall report at the
time and place at which he was required so to report,
he shall be guaranteed a total amount of pay for that
day equal to 4 times the standard hourly wage rate for
the position for which he was required so to report, unless

(a) at his own request or because of his own fault, he
shall not be put to work or shall not complete 4 hours of
such work after having been put to work, or

(b) he shall be assigned to another position of at least
equal job class which he shall be qualified to fill and shall
refuse to work at such other position or because of his
own fault shall not complete 4 hours of such work after
having been put to work at such position.

Under several agreements, suspension of an em-
ployee for the day on account of disciplinary rea-
sons, incompetence, or unsatisfactory work also
relieved the employer of the obligation to provide
a minimum payment.

Some agreements specified that an employee
forfeited his reporting pay under the following
illustrative conditions: if, after an absence of
several days, he failed to notify the employer of
his expected return, and found no work available
when he reported for duty; if he failed to notify
the personnel department where he could be
reached; if he left the plant before notice was given
to other employees; or if the company was unable
to reach him in sufficient time. On the other hand,
some agreements specified that an employee ab-
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sent from work, after due notice to the company,
who was not notified of layoff during his period of
absence, was to be paid the reporting allowance if
he reported for work at the end of his leave.

Call-Back Pay Guarantees

To minimize unnecessary calls back to work, to
compensate employees for the inconvenience of
returning to their work stations without being put
to work, and to encourage compliance with the
requests of management, many collective bargain-
ing agreements provide for minimum ‘“call-back’
or “emergency report” guarantees. As in the
case of reporting pay allowances, employees re-
quested to report are guaranteed a specified num-
ber of hours of work or pay in lieu of work. In
some agreements, travel allowances were also
provided either as a supplement to or as part of
these guarantees. Guarantees of pay for call-
backs after hours on regularly scheduled days and
the closely allied guarantee of payment for report-
ing to work on off-scheduled days may differ
in their liberality.

In contrast with reporting pay guarantees, which
are invariably computed at the employee’s regular
rate of pay, call-back guarantees are often
computed at a premium or overtime rate of pay,
usually time and one-half. Some agreements
provided only for the payment of premium rates
for all work preformed on a call-back assignment
without any guarantee; provisions of that type are
not covered in this report.

Call-Back on Regularly Scheduled Workdays. Call-
back provisions in union agreements are exception-
ally varied and complex.” The range of those
provisions was studied in an analysis of 190
selected agreements. These agreements covered
approximately 686,000 workers in manufacturing
and nonmanufacturing industries.

The minimum guarantee for “call-backs” oc-
curring during off-schedule hours on regular
working days ranged from 1 to 8 hours’ work or
pay. In three-fifths of the agreements, the
guarantee was 4 hours (table 4). About one-
fifth provided a minimum of 2 hours’ pay. Guar-
anteed hours of work or pay exceeded 4 hours in

7 See, for example, BLS Report 85, Hours and Premium Pay Provisions in
Collective Bargaining Agreements in the Industrial Chemicals Industry, 1853
(processed), 1954 (p. 16).
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TABLE 4.—Call-back guarantees and applicable rales of pay,
selected agreements with provisions relating to call-backs on
regularly scheduled workdays, 19563

Number with call-back guar-
Num- antees of—
Rate of pay ber of
agree-
ments |2 hours|3 hours|4 hours| Other?
Total agreements analyzed........_ 190 42 18 110 22
Regularrate ... . ......__.._ 86 9 7 58 12
Overtime rate 3. 61 19 8 29 7
Regular rate or overtime rate,
whichever is applicable _._.._... 5 1 1 . 2 PO,
Double time. . .____.__.______.___. 7 [ 1) ) O P
Rate not specified ... ... 31 7 2 19 3

1 Includes 9 agreements in which the guaranteed time varied, depending
upon specified circumstances. e. g., 2 hours if recalled before 9 p. tu.; 3 hours
if called at or after 9 p. m. 1In 11 agreements the number of hours guaranteed
differed (rom the categories shown, i. e., 1 hour, 214 hours, 432 hours, etc.

? Includes agreements specifving either “overtime rate” or “time and one-
hall.” Two agreements specified time and one-half or double time, which-
ever is applicable.

relatively few agreements. Call-back provisions
generally applied to all employees covered by the
agreement; only in about 5 percent of the agree-
ments studied was the provision limited to desig-
nated groups of workers, e.g., maintenance men,
machine crews, and garage men.

A majority of the agreements which specified
the rate of pay applicable to the call-back guar-
antee provided for computation at the employee’s
regular hourly rate; for example:

An employee required to report back to work will be
guaranteed at least 4 hours’ pay at his regular hourly rate
(base rate plus 10-cent shift premium, if applicable). This

guarantee applies only when he has left the plant and is
required to report back to work.

However, if the employee was eligible for overtime
pay for call-back hours under other terms of the
agreement (e. g., having already worked 8 hours
during the day), he would, of course, be compen-
sated for time worked at the overtime rate of pay.
Thus, if his regular rate of pay was $2.00 an hour
and he was guaranteed 4 hours of work at his
regular rate on a call-back, or $8.00, the guarantee
would be fulfilled when he had earned $8.00 at the
applicable overtime rate. Call-back time may be
explicitly defined in agreements as premium time,
although the guarantee is expressed in terms of the
employee’s regular rate, as follows:

If an employee is recalled to work after completing his
regular shift, he shall be paid for work performed during
such recall at the rate of time and one-half or an amount

equal to 4 hours’ pay at straight time, whichever is the
greater.

Many eagreements provided for a call-back
guarantee expressed in terms of the overtime rate,
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whether or not the employee was eligible for
premium pay under the overtime provisions of the
agreement, as in this example:

Employees called out for special duty shall be paid for
not less than 4 hours at the prevailing overtime rate,
provided that when such emergency or call-out work
continues to the beginning of the employee’s next regular
or scheduled work period, the guaranteed minimum num-
ber of hours shall not apply.

Call-back guarantees in 23 agreements covered
“travel time” allowances either as part of or in
addition to the guarantee. For example:

Each time an employee reports for work pursuant to
a call-out he will be paid not less than 4 hours’ straight

time pay (including the travel allowance specified in
Section 4 (e) of this Article.

Section 4 (e) provided:

(e) When an employee is called out for unscheduled
overtime work, he shall be paid at the prevailing overtime
rate for such time (not exceeding 30 minutes) as is neces-
sarily consumed in traveling to the job.

Another agreement provided:

It is agreed between the company and the union that
any employee who may be called in to work due to an
emergency or on a machine breakdown at any time other
than his regular shift shall be paid a minimum of 2 hours’
pay at time and one-half plus }4 hour at straight time for
traveling each way.

In some agreements, call-back guarantees varied
according to specified circumstances; for example,
in one agreement the guarantee was decreased if
employees were not put to work after responding
to a call-back; in another, the guarantee was
increased if late hours were involved, as follows:

A minimum of 2 hours’ pay at regular rates shall be
allowed to all employees who are called back to work
after having been released from their regular daily work
provided they are called back before 9:00 P. M. If called
back at 9:00 P. M. or later, a minimum of 3 hours’ pay at
regular rates shall be allowed.

In one agreement in the communications indus-
try the number of hours guaranteed varied in
accordance with: (a) size of the unit; (b) the
relation of the call-back time to the regular
schedule of hours worked; and (c) whether or not
employees had left the plant. The agreement
stipulated that—

. . employees who report for special duty at the
company’s request 15 minutes or more after release at
the completion of their regular scheduled tour (except on
an authorized holiday) shall be paid at the rate of one
and one-half times the Basic Hourly Rate for a minimum

of 2 hours in exchanges of 2,500 or more stations, and
1 hour in exchanges of less than 2,500 stations. . . .
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. employees who report for special duty at the
company’s request less than 15 minutes after release at
the completion of their regular scheduled tour (except on
an authorized holiday) shall be paid at the rate of one
and one-half times the basic hourly rate for a minimum of
1 hour starting from the end of the scheduled tour, except
that if employees so released have left the place of reporting
or company premises at the time of such request for special
duty, the minimum period specified in ... [the] ...
paragraph . . . next above shall apply.

Guarantees Applicable on Off-Schedule Days. Guar-
anteed minimum payments for employees who are
called for work assignments on nonscheduled days
(Saturdays, Sundays, sixth and seventh days,
holidays, ‘“‘scheduled days off,” etc.) are closely
allied to the call-back guarantees for scheduled
workdays, as both relate to work of a special or
emergency nature arising outside of regular
schedules. In many agreements, the same pro-
vision covers both types of call-back. In the
absence of a provision specifically covering calls
to work on off-schedule days, the agreement pro-
visions that apply to reporting pay guarantees
may also apply to guarantees on off-schedule days.

However, 24 of the 190 agrecments studied
included call-back guarantees for nonscheduled
days which differed from and were generally more
liberal than those for regular working days. In 4
of these agreements, an 8-hour guarantee was
allowed for off-schedule work days. For example,
1 agreement which provided a minimum of 2 hours’
pay on a regularly scheduled workday also
specified:

Employees who are called out on their regular days off

shall be guaranteed 8 hours’ pay at the overtime rate of
1% times the regular rate.

In 10 of the 24 agreements, more hours were
guaranteed for call-backs on premium-rated days
than on regular work days; 4 of these also provided
for a higher rate of pay on premium-rated days.
The same number of hours were guaranteed in 11
agreements for call-backs regardless of the days
on which they occurred but the rate of applicable
pay was higher for off-schedule days. In 3 agree-
ments, the number of hours guaranteed on off-
schedule days was less than those applying on
regular working days but the applicable pay rate
was higher.,

—DEena G. Weiss anp Corpy HammonD
Division of Wages and Industrial Relations
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