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Preface

This is the second in a new and comprehensive series of studies surveying 
the entire scope of the collective bargaining agreement. It is expected that the 
cycle of studies, which will take several years to complete, will result in a pub­
lication of about 30 to 40 separate bulletins.

Although the Bureau of Labor Statistics had been producing a number of 
agreement studies each year, until this new series was begun the Bureau had 
not been able to undertake a full-scale analysis of the collective bargaining agree­
ment. The closest approach was made during the period 1946—50, when the so- 
called Bulletin 908 series was issued. The 19 reports which comprised that 
series have long been out of print and out of date. The Bulletin 908 series will 
be remembered essentially as a compilation of significant and varied agreement 
clauses, accompanied by an analysis of the purpose and background of each cate­
gory of clauses or issues. The series as a whole proved to be extremely popular 
and useful in collective bargaining, among arbitrators, in universities, and for 
government purposes, both at home and abroad.

As planned, the new series will improve on the old series in several 
respects. Reflecting the widening scope of collective bargaining, the new series 
will cover a substantially greater range of subjects and practices, including many 
never before studied by the Bureau. In addition, the prevalence of practices 
and their variations will be measured, wherever meaningful and feasible.

Emphasis will be placed on illustrating the variety of ways in which ne­
gotiators handle specific problems. Wherever possible, the analysis will cover 
the trends in particular practices.

The interrelationship of agreement provisions will be emphasized through­
out the series. The actual operation and administration of agreement provisions, 
however, will not be studied systematically.

Agreement clauses quoted will be identified by the company and union 
signatories and date of agreement expiration. Where desirable, entire sections 
of selected agreements will be reproduced verbatim in an appendix to illustrate 
how the clauses fit together.

As planned, virtually all studies in the series will be based on all agree­
ments in the United States covering 1,000 workers or more and available to the 
Bureau, exclusive of railroad and airline industries and government. These major 
agreements account for almost half of the coverage of all collective bargaining 
agreements outside of railroad and airline industries and government. The studies 
thus do not reflect practices in small collective bargaining situations or in non­
union companies. All agreements are part of the file of current agreements main­
tained by the Bureau for public and government use in accordance with section 211 
of the Labor Management Relations Act, 1947.

iii
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The clauses presented in this bulletin are not intended as model or rec­
ommended clauses. The classification and interpretation of clauses, it must be 
emphasized, reflect the understanding of outsiders and do not necessarily reflect 
the understanding of the parties who negotiated the clauses.

This bulletin was prepared by Leon E. Lunden, assisted by Ernestine M. 
Moore and Dena G. Weiss, under the supervision of Harry P. Cohany, in the 
Bureau’ s Division of Industrial and Labor Relations, Joseph W. Bloch, Chief, 
under the general direction of L. R. Linsenmayer, Assistant Commissioner for 
Wages and Industrial Relations.
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Major Collective Bargaining Agreements

S e v e r a n c e  P a y  a n d  L a y o f f  B e n e f i t  P la n s

Chapter I. Introduction

To workers facing loss of jobs through no fault of their own, severance 
pay, in its traditional meaning, was intended to provide a financial cushion to 
help tide them over a period of unemployment, and to compensate, in part at 
least, for the loss of seniority and all other rights and privileges accruing to 
them by reason of their length of service. Public benefits through the State un­
employment compensation system, to qualified workers actively seeking employ­
ment, were also intended to help the displaced worker through the transition pe­
riod. In recent years, through collective bargaining, the concept of severance 
pay and the availability of unemployment insurance have been merged in a variety 
of devices, made even more diversified by tax and legal considerations and a 
certain blurring of the distinction between severance and layoff. To an increasing 
degree, moreover, workers who are laid off, with or without the expectation that 
the layoff will be permanent, are also realizing in cash, or in vested rights, 
their equity in various fringe benefits that they stand to lose, along with wages, 
in loss of jobs.

For purposes of study, it is necessary, although arbitrary in some cases, 
to separate the variety of plans and payments into distinct categories. The fol­
lowing descriptions in this study should be viewed entirely in this light. At the 
outset, it is also important to emphasize that this study deals with formal plans 
as set forth in agreements, and thus does not take into account the modifications 
in practice to meet special circumstances, and the informal or unilateral arrange­
ments that prevail in this area of procedure. 1

Traditional severance pay plans provide a money payment, in a lump sum 
or in installments, to workers whose employment has been terminated. A com­
plete severance of the employment relationship, and with it the worker’s seniority, 
is either treated explicitly by the plan or the conditions of the payment are such 
that only permanent separation is applicable. These awards are variously re­
ferred to as severance pay, termination pay, dismissal allowance, separation 
benefit, and layoff allowance (where layoff implies permanent layoff). Under 
such plans, the payment of benefits is not contingent on the worker remaining 
unemployed. The relationship of plans to State unemployment insurance varies 
among the States. By administrative decree, legislative action, or court con­
struction, traditional severance pay can either disqualify a worker from receiving 
unemployment compensation (on the grounds that severance pay is wages) or it 
may have no effect on his right to unemployment compensation (because dis­
missal pay is considered as earned before discharge or as compensation for 
the loss of pension, seniority, and similar rights). Severance pay plans gen­
erally are unfunded, although in recent years a number of funded arrangements 
have been negotiated.

1 In a separate study, the Bureau is analyzing the operation of the plans covered in this particular study of agree­
ment provisions, as well as conducting several case studies of actual layoff situations. In a very real sense, this special 
study comprises an important part o f a study of plans under collective bargaining.

1
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The primary purpose of supplemental unemployment benefit (SUB) plans 
is to provide weekly allowances to workers on layoff, to supplement unemploy­
ment compensation. Usually, the layoff is not considered permanent, that is, 
both employer and worker expect the worker to be recalled to the job. Unlike 
traditional severance pay plans, SUB benefits are paid only if the worker is un­
employed. By administrative decree or legislative action, both State unemploy­
ment allowances and SUB payments usually can be paid concurrently. SUB plans 
are typically funded arrangements.

In recent years, SUB plans have been expanded to provide additional 
benefits. Many plans now include a short week benefit granting payments to 
supplement the less than full paycheck that would otherwise be forthcoming when 
operations do not provide a full week's work. Some SUB plans have adopted 
severance pay provisions granting lump-sum allowances to workers whose unem­
ployment has extended for a specified period or when employers determine that 
the worker's layoff is permanent, whichever is sooner.

Both traditional severance pay provisions and SUB plans are found in the 
primary metal industries, but severance pay is not part of the SUB plan nor is 
the severance allowance paid from SUB funds. The two plans are related only 
to the extent that, under certain circumstances, SUB payments may be deducted 
from severance allowances.

Extended layoff benefit plans, such as those negotiated in the aerospace 
industry, contain some of the major features of SUB plans and traditional sever­
ance pay plans. They resemble SUB plans in that they are funded, clearly state 
that their purpose is to supplement unemployment compensation, and cover all 
workers on layoff without removing the workers' rights to recall. They re­
semble the traditional severance pay plan in payment of benefits as a lump-sum 
allowance (after the first 4 weeks of layoff), the payment not to be contingent, after 
the qualifying period of unemployment, upon the worker remaining unemployed.

Other variations include plans having features of severance pay and lay­
off benefits. These provide for lump-sum payments, but because they lack either 
a clear-cut statement that the acceptance of benefits severs the employment re­
lationship or a listing of conditions for payment that could be interpreted only as 
permanent separation, they conceivably could provide for either layoff benefits, 
or a severance benefit in the event that the laid off worker is never recalled. 
For study purposes, these are referred to as layoff benefit plans. Still other 
plans combine a layoff benefit under one condition and a severance benefit under 
another. Some plans provide a benefit only on retirement, either in lieu of a pen­
sion plan or if the worker does not qualify for a pension under an existing plan. 
Individual trust account, plans, a funded arrangement, establish an account for 
each worker from which he may draw under certain specified conditions, in­
cluding separation. Pooled multiemployer arrangements, as in the apparel and 
maritime industries, have their own unique features.

For this study, the Bureau tabulated traditional severance pay plans; 
plans which had no explicit statement of termination— labeled for the purpose of 
this study as "layoff benefit plans;" separation pay provisions in SUB plans; the 
aerospace industry's unique funded extended layoff benefit plan; combination plans; 
and other variations providing payments on separation or layoff, exclusive of 
provisions incorporated into pension plans. The decision to combine these plans 
into one study was not intended to have any implications for legal or tax purposes. 
Significant differences among the various types of plans are highlighted in the text.
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Related Studies 2

Supplemental unemployment benefit plans, as such, are analyzed in a 
separate study, along with wage and employment guarantees. 3 Benefits to laid off 
or displaced workers flowing out of other practices (vacations, health and insur­
ance plans, pension plans, profit-sharing plans, relocation allowances, etc.) will be 
covered in the context of the separate practices, as each is studied in this series.

Scope of Study

For this study of severance pay and layoff benefit plans, the Bureau ex­
amined 1, 773 major collective bargaining agreements, each covering 1, 000 work­
ers or more, or virtually all agreements of this size in the United States, ex­
clusive of those in railroad and airlines industries, and in government. These 
agreements applied to approximately 7.5 million workers or almost half of the 
total coverage of collective bargaining agreements outside of the excluded indus­
tries. Of these, 4. 1 million workers covered by 1, 023 contracts were in manu­
facturing; and the remaining 750 agreements, applying to approximately 3.3 million 
workers, were in nonmanufacturing. Virtually all contracts were in effect in 
1963; for a few contracts that had expired during the last months of 1962, re­
newed agreements were not available at the time that tabulations for this study 
were completed.

Clauses were selected for quotation in this report to illustrate either the 
typical form of the characteristics under consideration or the variety of ways in 
which negotiators have modified that form. Minor editorial changes were made 
where necessary to enhance clarity, and irrelevant parts were omitted where 
feasible. The clauses are numbered and the agreements from which they have 
been taken are identified in appendix D. In appendix A, several plans are re­
produced in their entirety to illustrate how the parts fit together in the whole. 
In appendix B, a selection of funded plans are similarly presented. In appendix C, 
pertinent sections of the arbitration award of November 26, 1963, made in the
dispute between railroad carriers and operating brotherhoods concerning the em­
ployment of firemen (helpers) are reproduced, because of the award's historical 
significance.

2 Ib id ., footnote 1.
3 In a forthcoming publication, Supplemental Unemployment Benefit Plans and Wage-Employment Guarantees.
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Chapter II. Types and Prevalence of Plans

Severance pay and layoff benefit plans, as defined, appeared in 30 per­
cent (525) of the 1,773 major agreements studied and covered about 40 percent 
(3.1 million) of workers under all agreements (table 1). Manufacturing agreements 
contained the bulk of dismissal pay and layoff benefit plans. Nonmanufacturing 
industries accounted for only 148 plans, and 97 of these were in communications 
and utilities. The communications, primary metals, and transportation equip­
ment industries accounted for more than a third of the plans and for over half of 
the worker coverage. In communications, plans have been in effect since the 
1930's, and in primary metals since 1947.

Five unions were parties to almost half of the plans in major agree­
ments—Steelworkers (65), Automobile Workers (63), Communications Workers (47), 
Ladies' Garment Workers'(36) and Electrical Workers, IBEW (30). In total, these 
five represented 23 percent of all the contracts in the study, but 46 percent of 
those with dismissal pay or layoff benefit plans. They represented less than a 
third (30 percent) of the workers in the study, but about two-thirds of the work­
ers covered by plans. In the following tabulation, the ratio of agreements having 
plans and of workers covered by these plans, except for the IBEW, is substan­
tially higher for these unions than the averages for all unions.

Percent with severance pay 
or layoff benefit plans

Unions

All unions----------------

Steelworkers----------------------
Auto workers--------------------
Communications workers —  
Garment workers (ILGWU)- 
Electrical workers (IBEW)-

Agreements Workers

29.6 40.9

51.6 82.8
55.8 87.0

100.0 100.0
97.3 98.8
30.9 41.0

All IBEW plans were in the public utilities and communications industries.

Multiemployer agreements accounted for only 86 of the 525 plans. Nearly 
half the multiemployer plans (36) involved the Ladies' Garment Workers' pooled 
industry funds.

Since 1944, 4 the date of the Bureau's first study of severance pay plans, 
there has been a steady upward trend in the percent of agreements with such 
plans, and a particularly marked rise since the 1955—56 survey. (See chart. ) 
Underlying this growth were the separation pay provisions added to SUB plans in 
the automobile industry in 1958 and in rubber in 1961, and extended layoff benefit 
plans negotiated in the aerospace industry in I960. The original union demand in

4 The present study constitutes the fourth conducted by the Bureau. Earlier studies were Dismissal Pay Provi­
sions in Union Agreements, December 1944 (BLS Bulletin 808, 1945), "Dismissal Pay Provisions in Union Agreements, 
1949" in Labor-Management Contract Provisions, 1949—50 (BLS Bulletin 1022, 1951), and Collective Bargaining Clauses: 
Dismissal Pay (BLS Bulletin 1216, 1957).

5
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the aerospace bargaining had been for supplemental unemployment benefits, but at 
the conclusion of negotiations extended layoff benefit plans emerged. In 1958, 
severance pay provisions were included in a large number of agreements in the 
ladies' apparel industry. Excluding funded arrangements, the prevalence of plans 
increased from 15.7 percent in 1955—56 to 21.7 in 1963.

Provisions With Explicit Statements of Termination

Of the 525 severance or layoff benefit plans, 419 covering 2.5 million 
workers explicitly stated in a variety of ways that termination of the employment 
relationship was a requisite to, occurred simultaneously with, or resulted from, 
receiving an allowance.5 These were unambiguous statements in this regard. 
In one form, the statements appeared as straightforward declarations that the 
receipt of the award terminated seniority, and/or ended pension, insurance, and 
other rights, or both:

It is understood that upon receipt of severance pay an employee relinquishes all recall, 
seniority', and employment rights with the company. (1)

>•< *  5,’c

The acceptance of a severance allowance shall serve to abolish and annul any and all 
seniority ratings or reinstatement privileges. . . .  (2)

*  *  *

All employees receiving severance pay . . . shall be removed from the seniority lists of 
the company and will no longer be considered as employees of the company. (3)

*  *

An employee who qualifies for and elects to receive a severance pay allowance must file 
a statement of his election to receive severance pay allowance . . .  and therefore signs a waiver of 
any and all rights and credits under the pension and insurance agreements . . . and this agree­
ment . . . including but not limited to all seniority rights . . .  (4)

*  '!< *

To be eligible for such a separation allowance an employee shall forfeit all seniority rights 
and any other privileges, rights, or benefits (not including vested benefits arising from company 
contributions under any pension agreement between the company and the union except to the extent 
provided in the following paragraph) which such an employee shall have at time of termination. 
If reemployed, he shall be considered a new hire and shall have the status assigned to him at the 
time of reemployment. (5)

Some statements defined a condition for granting pay which meant permanent 
separation:

Included were 51 agreements covering 347, 550 workers which had explicit termination statements applicable 
in some circumstances, but not in others.
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When a department and/or a subdivision thereof is permanently shut down, meaning only 
the total and permanent discontinuance of operations therein . . . and not the fluctuations of oper­
ations, an employee whose employment is terminated as a result thereof because he is not entitled 
to other employment with the company . . . shall be entitled to a severance allowance . . .  (6)
/This illustration is reproduced in its entirety in appendix A77

*  *  *

Severance pay will be paid to eligible employees . . . whose regular job is eliminated 
due to management action in initiating any of the following changes:

(a) Technological improvements in facilities and equipment.
(b) Changes in methods of production, processing, shipping, receiving, materials handling 

or distribution, etc.
(c) Permanent closing of a plant, department or part of a department, or other permanent

reductions in the total plant working force . . .  (7)

It is agreed that severance pay shall be paid by the employer to regular employees whose 
services are terminated by permanent layoff or discharge. . . .  (8)

*  *  *

Any employee permanently displaced because of technological reasons, i. e . , changes in 
plant or equipment or changes in process operations, either of which causes the particular job to be 
permanently abolished, shall receive severance pay. . . .  (9)

Retirement was another condition which indicated permanent separation. 
In several textile contracts, it was the only condition under which severance 
awards would be granted:

The employer will pay retirement separation pay to each of its employees who, having 
attained the age of 62 voluntarily retires from active employment in the mill . . . (10)

When the worker had an option between layoff and severance pay, the 
intent of the contract clearly established a permanent separation when the worker 
chose severance pay:

Any employee who voluntarily resigns in the face of layoff . . . may elect to waive his 
layoff and rehiring rights . . . and to receive in lieu of such layoff and rehiring rights a termi­
nation wage . . . (11)

'!' '!>

34. Any employee laid off due to reduction in force shall have the option of:

(1) Accepting his severance pay,

(2) Accepting an assignment in inverse order of seniority, or

(3) Leaving his severance pay with the District and remaining on the rolls for a call 
back. (12)
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Some agreements gave no details of the plan's characteristics— i. e. , 
when severance would be paid, benefit levels, how it would be administered, etc. 
Instead, a brief mention of the existence of such a plan was found in a seniority 
clause, or a vacation provision, or clauses referring to details in other benefit 
plans. The language of these clauses implied permanent separation:

An employee shall cease to hold seniority rights under the following conditions: . . . 

(e) If he is retired on pension or severance pay. (13)

*  *  *

Any employee entitled to vacation who is laid off, resigns, is discharged, retires, or accepts 
a severance award, shall be eligible for accrued vacation pay at time of exit. (14)

Some agreements also mentioned the adoption of severance pay in prin­
ciple, leaving the working out of details to some later time— usually until a 
situation arose in which such payments were called for:

The manufacturers recognize the right of the union to discuss severance pay in cases of 
permanent plant closings. (15)

If the company should ever decide to move its Cleveland plants covered by this agreement 
away from the Greater Cleveland area, it shall give the association a minimum of 6 months' notice 
of such intent. Furthermore, the company shall then negotiate with the association a mutually agree­
able severance pay plan covering all employees laid off as a result of the move. Failure to reach 
agreement on a severance pay plan within 60 days from the date on which the company notifies the 
association of its intent to move shall give the association the right to terminate this agreement 
at will. (16)

Provisions With No Explicit Statement of Termination

One hundred fifty-seven plans covering 850, 000 workers contained no 
explicit declaration that termination of the employment or job relationship was a 
requisite to receiving benefits. 6 These plans resembled other severance pay 
arrangements in that payments were ordinarily given in lump sums and were 
graduated according to length of service. In the absence of a clear-cut statement 
of permanent severance, however, conceivably compensation could be granted 
under conditions short of permanent dismissal. On the other hand, the omission 
of a statement of permanent termination and of specifications that could clearly be 
interpreted as meaning permanent termination, may simply reflect the significance 
of a layoff in industries or companies without short-term fluctuations in employ­
ment and with declining manpower needs; that is, once a worker was laid off, 
his chance of reemployment was negligible. The bulk of the plans without termi­
nation language were concentrated in the communications industry, specifically 
in telephone agreements.

6 Op. c i t . , footnote 5.
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In the telephone industry and in other industries, plans with no explicit 
termination statement usually provided compensation for "layoff" or "layoff for 
lack of work. "

Each employee laid off will be paid a layoff allowance in accordance with the fo l­
lowing . . .  (17)

Employees with 1 year or more of service will be eligible for severance pay when laid off 
by company action because there is no work available to which their seniority entitles them. (18)

. . .  if a regular full-time employee, or a temporary full-tim e employee with 1 year or 
more of continuous service since the latest date of (company) engagement or reengagement, is laid 
off, he shall receive a payment for each completed year of net credited (company) service . . . (19)

Other agreements, however, excluded short-term layoffs of a specified duration:

The company shall grant ^severance/ pay to all employees in the bargaining unit who are 
laid off in accordance with the provisions of this contract . . .  It is further agreed that the schedules 
herein set forth will not be utilized in layoffs of less than 1 month’ s duration, providing that the 
company at the time of layoff notifies the employee to report for work in less than 30 days from the 
effective date of layoff. In every other instance, severance payment shall be made in accordance 
with the schedule set forth above. (20) /This illustration is reproduced in its entirety in appendix A 77

An implication that the separated worker retained recall rights is found 
in the following clause:

It is agreed and understood that acceptance of severance allowance by an employee will in 
no way affect his recall rights and further, if an employee wrho has received a severance allowance 
is recalled, his service for purposes of future severance allowance shall be measured from the date 
of acceptance of recall. (21)

The "extended layoff benefit plans" prevalent in the aerospace industry 
contained a statement which clearly differentiated them from traditional severance 
pay provisions, although they had adopted some of the latter's features.

The purpose of this article is to increase the security of eligible employees by providing 
benefits in the event of their layoff for an extended or indeterminate period. Such benefits help 
compensate for loss of job security, vacation and sick leave accrual, and insurance benefit coverage.
They are intended to supplement and not replace or duplicate the State system of unemployment 
insurance. (22)

Fifty-one contracts, mainly in the telephone industry, contained explicit 
statements of termination applicable in certain circumstances, but not in others. 
Usually, these provided for benefits in "layoff for lack of work" with no termi­
nation statement set forth, and then, in the same or in a separate clause, also 
provided benefits in case of retirement to workers ineligible for pensions. This 
constituted the only clear condition of permanent separation:
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In case of layoffs, payment . . . shall be made to each regular employee laid off, ex­
clusive of employees classified as temporary or occasional . . .  If part-timing shall be in effect, 
such layoff allowance shall be reduced proportionately to the reduction in hours.

If an employee who has received a layoff allowance is rehired and the number o f weeks 
since the date o f her layoff is less than the number o f weeks upon which the allowance is based, 
less vacation, if  any, the amount paid to the employee for the excess number of weeks shall be 
considered as an advance to her by the company and repayment shall be through payroll deductions 
at the rate o f 10 percent o f the basic weekly wage until the amount is fully paid. . . .

Any regular employee with less than 20 years of net credited service who at age 65 is re­
tired by the company without a pension will be given a termination allowance . . . (23)

In General Electric's income extension aid plan, compensation was availa­
ble in both layoff and plant closing:

An employee with 3 years or more o f continuous service will, in accordance with the pro­
visions hereinafter set forth, have available an income extension arrangement for use in the event of 
layoff for lack o f work or plant closing . . .

Whenever the company decides to close a plant, the company shall give notice o f its de­
cision to the union, the local or locals involved, and the employees concerned. Thereafter, as the 
company, in the course o f such plant closing, no longer has need for the work then being done by 
an employee, his employment by the company may be terminated . . . (24)

Funded Arrangements. Although unfunded plans continued to prevail, the 
significant growth in funded arrangements, particularly among large companies 
in the rubber, automobile, and farm machinery industries, may foreshadow a 
change. Whereas a little more than a fourth of all plans were funded, they cov­
ered about 42 percent of all workers under plans (table 2 ).7

Of the 141 funded arrangements, 118 pooled industry funds and SUB plans 
carried an explicit statement of termination0

Workers
Agreements (in thousands)

Total funded arrangements------------------ 141 1, 286.0

With explicit statement of termination--------- 118 1,149.6
Pooled industry funds----------------------------- 51 332.4
In SUB plans------------------------------------------- 67 817.2

No explicit statement of termination1 ---------- 16 112.4
Combination plans2 ------------------------------------- 1 6 .9
Plans with no details given 3 ----------------------- 6 17. 2

1 All were extended layoff benefit programs in the aerospace industry.
Separation pay is included in the pension plan, according to the agreement 

provision.
3 All plans which referred to severance, but gave no additional details of plan 

characteristics.

NOTE: Because of rounding, sums of individual items may not equal totals.

7 The prevalence o f funded arrangements is understated since separation provisions in pension plans were not 
tabulated and separation provisions in SUB plans were included only where there was a reference to a SUB plan in 
the basic collective bargaining agreement. A forthcoming study (BLS Bulletin 1425-3, op. cit. , footnote 3) will ac­
count for all major SUB plans and will also discuss severance pay features in such plans.
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Separation provisions in supplemental unemployment benefit plans ac­
counted for most funded arrangements, weighted heavily by Auto Workers (AFL— 
CIO) agreements in transportation equipment and machinery industries. This- 
addition of separation pay to the SUB fund was a logical extension to a fund which 
already dealt with the allied problem of indefinite layoff. Among industries hav­
ing SUB plans, only primary metals did not integrate severance pay into the fund, 
although under certain circumstances SUB payments could be deducted from sep­
aration allowances. The primary metals severance pay provision preceded the 
negotiation of SUB plans by 9 years; in the automobile industry, SUB plans already 
existed when severance pay was adopted.

Fifty-one funded plans were pooled industry funds, that is, they were 
funds formed by contributions from a number of employers in an industry with 
the purpose of paying out benefits to separated workers of all contributing em­
ployers. These arrangements usually paralleled other pooled funds providing 
other benefits, e .g ., pensions. Among the larger plans were the International 
Ladies’ Garment Workers’ Supplementary Unemployment-Severance Benefits Pro­
gram and the National Maritime Union's Employment Security Plan.

Among other funded arrangements were the limited liability financing 
arrangements of extended layoff benefit plans, found only in the aerospace indus­
try; and individual income security accounts in which account balances went to 
workers upon termination. Representative plans are described in more detail 
in chapter VI.
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Table 1. Severance Pay and Layoff Benefit Plans in Major Collective Bargaining Agreem ents, by Industry, 1963

(W orkers in thousands)

Industry
Total number 
of agreements

With severance pay and layoff benefit plans No reference to 
severance pay 

or layoff benefit 
plansTotal

With explicit 
statement of 
termination

No explicit 
statement of 
termination

Combination 
plans 1

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A ll industries__________ 1,773 7 ,4 5 4 . 1 525 3 ,0 5 1 .0 368 2, 193.9 106 509. 6 51 347.6 1,248 4 ,4 0 3 . 1

Manufacturing 1,023 4, 137. 1 377 2, 332. 0 312 2 ,0 1 0 .7 56 2 27 .4 9 94. 0 646 1 ,805 . 1

Ordnance and accessories______ 19 78. 3 11 49. 1 5 16. 5 6 32. 6 8 29. 3
Food and kindred products_____ 124 373. 1 40 129.9 40 129.9 - - - - 84 243. 2
Tobacco manufactures__________ 11 24. 1 _ _ _ _ _ _ _ _ 11 24. 1
Textile m ill products 28 79.8 11 36. 2 11 36. 2 _ - _ _ 17 43. 6
Apparel and other

finished products 52 4 27 .8 35 248.4 35 248 .4 - - - - 17 179.4
Lumber and wood products,

except furniture 12 19.0 - - - - - - - - 12 19. 0
Furniture and fixtures 15 2 6 .0 3 4. 6 3 4. 6 - - - - 12 21. 5
Paper and allied products______ 56 127. 3 10 24. 1 3 4. 1 7 20. 0 - - 46 103. 3
Printing, publishing, and

allied industries 37 73. 5 6 10. 9 6 10. 9 - _ _ _ 31 6 2 .6
Chemicals and allied

products 61 112. 7 36 63. 7 22 39.9 11 15.6 3 8. 3 25 49. 0
Petroleum refining and

related industries 18 54. 8 6 25. 0 4 17 .4 2 7. 6 - - 12 29 .8
Rubber and m iscellaneous

plastics products 24 111. 1 12 90. 2 12 90. 2 - - - - 12 21. 0
Leather and leather

products 22 76. 7 3 3. 6 3 3 .6 - - - - 19 73. 2
Stone, clay, and glass

products________________________ 30 114. 3 5 19.8 5 19. 8 - - - - 25 94. 5
Prim ary m etal industries______ 109 599. 3 56 4 88 .0 51 4 81 .8 4 5. 2 1 1 .0 53 111. 3
Fabricated m etal products_____ 57 141. 5 17 69. 1 17 69. 1 - - - - 40 7 2 .4
Machinery, except

electrical 98 262. 7 25 124. 6 22 120. 0 2 3. 6 1 1. 0 73 138. 2
Electrical machinery,

equipment, and supplies--------- 98 396.9 37 222. 6 26 94. 3 7 44. 6 4 83. 7 61 174. 3
Transportation equipment 121 975. 5 52 697.9 38 605. 2 14 92. 7 - - 69 277. 7
Instruments and related

products . _ . ......... 22 4 5 .4 10 17.4 7 11. 7 3 5. 7 _ - 12 28. 0
Miscellaneous manufacturing

industries 9 17. 7 2 7. 5 2 7. 5 - - " 7 10. 2

Nonmanufacturing____________ 750 3, 317. 0 148 719. 0 56 183. 2 50 282. 2 42 253. 6 602 2 ,5 9 8 .0

Mining, crude petroleum, and
natural gas production 20 238.8 7 16.7 6 15. 7 1 1. 0 - - 13 222. 1

Transportation 2_________________ 107 688 .4 12 63. 6 9 59 .7 3 3 .9 - - 95 624. 8
Communications . ..... .......... . 81 513.7 76 496. 5 3 5. 7 38 253.8 35 237. 1 5 17. 2
Utilities: Electric and gas 86 207. 2 21 50. 3 13 2 6 .9 3 9 .4 5 14. 0 65 156. 9
Wholesale trade_________________ 15 2 8 .4 3 7 .8 3 7 .8 _ - - - 12 20. 6
Retail trade 116 303. 9 9 27. 1 8 18. 6 1 8. 5 - - 107 276.8
Hotels and restaurants_________ 38 175.4 2 3. 5 2 3. 5 - - - - 36 171. 9
Services 62 218. 5 16 50. 7 12 4 5 .4 3 4. 3 1 1. 1 46 167. 8
Construction _ 221 898. 1 - - - - - - - - 221 898. 1
Miscellaneous non­

manufacturing industries_____ 4 44. 9 2 2. 9 - 1 1. 4 1 1. 5 2 42. 0

1 Includes agreements with an explicit statement of termination applying under som e, but not all conditions.
2 Excludes railroad and airline industries.

NOTE: Because of rounding, sums of individual items may not equal totals.

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



14

(Workers in thousands)

T able  2. Funded and Unfunded A rra n g em en ts  in S ev era n ce  P a y  and L a y o ff B en efit P lan s in M a jor  C o lle c tiv e  B argain ing
A g reem en ts , by Industry, 1963

Industry

Total number 
with severance 
pay and layoff 
benefit plans

Unfunded1

Funded

Pooled
In supplemental 
unemployment 

benefits2
Other or 
no detail3

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

All industries----------------------- 525 3, 051. 0 384 1, 765 .0 51 332. 4 67 817. 2 23 136. 5

Manufacturing---------------------------- 377 2, 332. 0 242 1, 098. 5 47 288. 6 67 817. 2 21 127. 8

Ordnance and a ccessories------------ 11 49. 1 6 18. 1 5 31 .0
Food and kindred products---------- 40 129.9 34 116. 7 6 13. 3 - - - -
Tobacco manufactures------------------ - - - - - - _ - - _
Textile m ill products--------------------- 11 36. 2 8 17. 3 3 18. 9 - - - -
Apparel and other

finished products------------------------- 35 248. 4 - - 35 248. 4 - - - -
Lumber and wood products,

except furniture--------------------------- - - - - - - - - - -
Furniture and fixtures------------------- 3 4. 6 1 1 .4 1 2. 0 - - 1 1. 2
Paper and allied products------------ 10 24. 1 10 24. 1 - - - - - -
Printing, publishing, and

allied industries--------------------------- 6 10 .9 6 10.9 - - - - - -
Chemicals and allied

products---------------------------------------- 36 6 3 .7 36 63.7 - - - - - -
Petroleum refining and

related industries------------------------ 6 25 .0 6 25.0 - - - - - -
Rubber and miscellaneous

plastics products------------------------- 12 90. 2 5 29.9 1 4. 5 6 5 5 .8 - -
Leather and leather

products---------------------------------------- 3 3. 6 3 3. 6 - - - - - -
Stone, clay, and glass

products---------------------------------------- 5 19. 8 3 10.0 - - 2 9 .8 - -
Prim ary m etal industries------------ 56 488. 0 52 479.7 - - 4 8. 3 - -
Fabricated m etal products---------- 17 69. 1 8 19 .5 - - 9 49. 6 - -
Machinery, except

electrical--------------------------------------- 25 124. 6 9 11. 6 - - 16 113.0 - -
E lectrical machinery,

equipment, and supplies------------ 37 222. 6 32 206. 2 - - 3 13. 2 2 3. 2
Transportation equipment------------ 52 697.9 13 39.9 - - 26 565. 6 13 92. 4
Instruments and related

products---------------------------------------- 10 17. 4 9 15. 3 - - 1 2. 1 - -
Miscellaneous manufacturing

industries------------------------------------- 2 7. 5 1 6. 0 1 1. 5 - - - -

Nonmanufacturing--------------------- 148 719 .0 142 666. 5 4 43. 8 _ _ 2 8 .7

Mining, crude petroleum, and
natural gas production---------------- 7 16. 7 7 16. 7 - - - - - -

Transportation4------------------------------- 12 6 3 .6 10 26. 6 2 37 .0 - - - -
Communications----------------------------- 76 496. 5 76 496. 5 - - - - - -
Utilities: Electric and gas---------- 21 50. 3 19 41. 6 - - - - 2 8. 7
Wholesale tra d e----------------------------- 3 7. 8 1 1 .0 2 6 .8 - - - -
Retail trade-------------------------------------- 9 27. 1 9 27. 1 - - _ _ - -
Hotels and restaurants----------------- 2 3. 5 2 3. 5 - _ _ - - -
S e rv ice s------------------------------------------- 16 50. 7 16 50. 7 - - - - - -
Construction------------------------------------ - - - - - - - - - -
Miscellaneous non­

manufacturing industries---------- 2 2 .9 2 2 .9 - - - - - -

1 Includes 244 traditional severance pay plans (24 of which give no details of their characteristics), 90 layoff benefit 
plans, and 50 combination severance and layoff benefit plans.

2 Includes 3 individual security accounts.
3 Includes 16 extended layoff benefit plans, 1 combination severance pay and layoff benefit plan, and 6 plans which give 

no details of their characteristics.
4 Excludes railroad and airline industries.

NOTE: Because of rounding, sums of individual items may not equal totals.
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Chapter III. Eligibility Requirements

The analysis of plan provisions in this and the following chapters is based 
on 377 of the 525 plans accounted for in chapter II. The 377 plans examined in 
full comprise the following:

Plans Agreements

Traditional severance pay plans1------------------------------- 220
Layoff benefit plans (those with no explicit

statement of termination)----------------------------------------  106
Combination plans----------------------------------------------------- 51

1 Including plans in primary metal industries.

These 377 plans accounted for 71.8 percent of all plans tabulated in chapter II 
and 10 8 million (table 3) of the 3. 1 million workers coming under such arrange­
ments. Among the 148 plans excluded were pooled industry funds (51), SUB plans 
having separation provisions (67), and 30 plans which referred to severance pay 
but failed to set forth any details.

Each of the 377 plans studied in detail stipulated the conditions under 
which payments would or would not be made: i. e. , for voluntary or involuntary 
separation; under broadly defined, relatively liberal conditions, or under narrowly 
defined very specific conditions; for causes related to the job, or for causes re­
lated to the worker. Some plans set forth policies applicable in case of retire­
ment or death. Virtually all set minimum length-of-service requirements which 
displaced workers had to meet before they could qualify for payments.

Voluntary and Involuntary Separation

Plan provisions were predominantly operative in situations where the 
separated worker had no control over his continued employment.

Nature of separation Agreements
Workers 

(in thousands)

Total referring to nature of separation--------- 377 1,794.3

Involuntary separation------------------------------------------ 353 1,729. 1
Voluntary separation-------------------------------------------- 5 12.3
Involuntary and voluntary separation-------------------- 19 53.0

NOTE: Because of rounding, sums of individual items may not equal totals.

Commonly, provisions granting pay for involuntary separation listed the 
applicable conditions (plant closing, transfer of operations, physical disability, 
and the like). Some plans specifically declared that voluntary separation was to 
be excluded in determining eligibility.

Severance pay is intended to cover layoffs due to lack of work and not cases of quits or 
discharges . . . (25)

15
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Voluntary separation as a condition for giving compensation was written 
into only 24 plans, covering about 65,000 workers. The practice of paying for 
voluntary quits is probably more common than a study of formal provisions re­
veals ,  since payment for voluntary termination is the kind of situation which 
management might prefer to handle informally, in its own discretion.

Limiting the plan’ s applicability to involuntary termination often serves 
to hold workers on the job when separations are imminent. From the employer's 
point of view, this assures an orderly shutdown of operations. Some clauses ex­
plicitly stated that eligibility for payment depends on the worker remaining on 
the job.

. . .  In order to be eligible for severance pay an employee must remain at work until 
he is released and terminated by the company. (26)

Other provisions, however, left earlier termination to the discretion of management.

An eligible employee whose employment is terminated because of plant closing . . . 
shall . . .  be entitled to income extension aid in a lump sum . • . provided that he:

After the announcement of the plant closing, continues regularly at work . . . 
until the specific date for his termination . . .

Such employee may request that his date of termination be advanced so that he can accept other 
employment and the local management will give due regard to this request . . . (27)

Some plans which allowed severance compensation for voluntary quits 
limited it to employees having a specified length of service; to those who resigned 
in the face of layoff; or who were induced to resign because of inability to per­
form their work:

(a) An employee who resigns voluntarily after 25 years of continued and uninterrupted em ­
ployment as recognized in the employment records . . .  or having voluntarily resigned upon at­
taining the age of 62 years shall be entitled to receive . . . severance pay. (28)

When a layoff is pending, an employee not then scheduled for layoff may notify the com ­
pany that he elects to resign and receive the layoff allowance of another employee thereby saved 
from layoff . . .  (29)

>;< >;< >;<

A termination allowance shall be paid to a regular or temporary employee whose service 
is terminated under any of the conditions outlined below:

1, Laid off or separated in conformity with 7,01,
2, Retired at age 65 without a pension.
3, As an inducement proposed, or agreed to, by the company to an employee to resign 

because of inability or unadaptability to perform properly the duties of the job as dis­
tinguished from misconduct, (30) /This illustration is reproduced in its entirety in 
appendix AT?

Broadly Defined Conditions. Of the 377 plans, 364 established conditions 
for granting benefits that related to the employees1 work situation, while 113 set 
forth conditions of separation relating directly to the worker himself (tables 3 
and 4).
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Applicability Agreements
Workers 

(in thousands)

Total with provisions 377 1,794.3

Conditions inherent in work situation--------------------------  264
Conditions inherent in worker-------------------------------------  13
Conditions inherent in work situation 

and worker---------------------------------------------------------------- 100

1,286.8 
36. 5

471. 1

NOTE: Because of rounding, sums of individual items may not equal totals.

Under both categories, conditions were sometimes set forth that were 
sufficiently nonspecific as to allow for liberal payment policies at the time 
of separation.

Under broadly defined conditions, employees on "layoff" or "laid off 
for lack of work"— language typical in plans having no explicit statement of
termination----would receive payment. Since the causes triggering the layoff
were not spelled out, it can be assumed that severance payments were to be 
made in all situations. Such "layoff for lack of work" provisions were found in 
114 agreements (table 3).

. . . Any employee who is laid off or whose employment is severed through no fault of 
his own for a reason other than retirement under the retirement plan shall be granted severance pay 
at his regularly scheduled hourly wage rate of pay as follows: . . .  (31)

sje >;< ?;<

If a reduction of force is made, an employee who is laid off from employment in the com ­
pany will receive an allowance to ease a possible hardship caused by the layoff. (32)

>;c >;<

Regular employees who are laid off due to lack of work and regular employees who retire 
at the compulsory retirement age and who are not eligible for pension shall be paid a termination 
allowance . „ • (33)

In 106 of these clauses, "layoff for lack of work" constituted the only 
eligibility requirement concerned with the work situation for which a separated 
worker could receive allowances.

Other agreements with broadly defined eligibility clauses specified rea­
sons for which pay would not be granted. This approach was noted in a number 
of extended layoff benefit plans:

Benefits shall be payable to eligible hourly employees whose layoff as a result of a reduction 
in the working force has extended without recall to work by the company to a minimum period of 
4 full weeks, and who make written application therefor to the company. . . .

As used herein, layoff as a result in the reduction of the working force shall not include dis­
ciplinary layoffs, quits, discharges, leaves of absence of any type or for any purpose; nor shall . . . 
the 4-week period referred to . . . include any period any hourly employee is on strike. (34)

>;< >;< >;<

A wTorker who loses his job for any reason other than discharge for just cause, voluntary quit­
ting of temporary layoff for lack of work as distinguished from permanent layoff shall receive sev­
erance pay at the time of severance . . .  (35)
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In thus defining applicability by exclusion, some provisions also ruled out con­
ditions beyond the company’s control, especially those likely to cause only a tem­
porary interruption to employment:

Except for part-time employees, severance pay shall be granted by the company to em ­
ployees on the seniority list in cases where layoff occurs for a period of 2 weeks or more, except 
where absence from work is due to any strike, fire, flood, major or mechanical or electrical break­
down . . . (36)

(b) Employees who are discharged for cause, or who voluntarily resign, or who are laid off 
as a result of physical incapacity, epidemic, fire, action of the elements, strike, walkouts, labor 
dispute, governmental order, court order, or order of any other legally constituted body, act of God, 
public enemy, war, riot, civil commotion, or for any cause or causes beyond the control of the 
producer, whether of the same or any other nature, shall not be entitled to the above "dismissal 
p ay ." (37)

Definition of applicability by exclusion might be used to explain what was meant 
by layoff for "reasons beyond the worker’s control:"

Employees laid off by the company for reasons beyond their control will be paid separation 
pay in accordance with the time which they have worked for the company. . . .

Employees who quit or who are discharged or who are retired under the pension plan or who 
are transferred to a noncovered unit will not be entitled to severance pay. (38)

A number of plans provided allowances to any employee who had been 
on layoff for an extended period. Usually, under the provisions of the seniority 
clause, a worker's seniority, and hence his employment, would terminate follow­
ing such an extended layoff. Under these plans, then, the worker would be paid a 
severance allowance simultaneous with this break in seniority. Whatever the 
original causes for layoff might have been, they were no longer the determi­
nants in giving compensation. Meatpacking agreements frequently contained 
th is p r o v is io n .

Severance pay shall be paid to employees . . . who lose their seniority due to their layoff 
period exceeding 2 years . . . (39)

. . .  In case of layoff for 6 months or more, employees affected shall receive . . . (sev­
erance pay) . . . (40)

In the case of a reduction from a higher to a lower level of production . . . when the 
higher level of production . . .  is resumed, all employees who were laid off at the time of and 
because of the reduction to the lower level of production, and who are not recalled when the higher 
level of production is resumed or within 30 days thereafter, shall be eligible for severance allow­
ances . . . (41)

Specifically Defined Conditions. To narrow the area of applicability, 
plans specifically defined the conditions for which compensation would be paid. 
Most frequently, among reasons rising out of the work situation, benefits were 
to be paid when separation occurred because of plant, business, or department

o
For further discussion see p. 59 on waiting periods for separation pay, 

adopted this approach.
Severance clauses in SUB plans also

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



19

closing, or in closely allied situations such as transfer of operations or mergers 
(table 3). Both plant and department closing were coupled in Steelworkers and 
meatpacking agreements, which listed other conditions as well.

When paid, separation allowances shall be paid to employees having 1 year or more of con­
tinuous service (including such employees in layoff status who have plant seniority and whose plant 
seniority has not been forfeited) who are permanently separated from the service either because of a 
reduction in forces arising out of the closing of a department or unit o f the business or because of 
technological change in production adopted by the company and when it is not expected that they 
will be reemployed. (42)

sj< ;|c

When, in the sole judgment o f the company, it decides to close permanently a mine or 
discontinue permanently a mine and terminate the employment of individuals, an employee whose 
employment is terminated either directly or indirectly as a result thereof because he was not en­
titled to other employment with the company under the provisions of article 10— seniority— of this 
agreement and section 3 of this article 14 shall be entitled to a severance allowance . . . (43)

*  *  *

When, in the sole judgment of the company, it decides to close permanently a plant or 
discontinue permanently a department o f a plant or substantial portion thereof and terminate the em­
ployment of individuals, an employee whose employment is terminated. . . . shall be entitled to 
a severance allowance in accordance with and subject to the following provisions. (44)

>!< ;[< >!<

When a company permanently closes a warehouse or permanently discontinues any depart­
ment of a warehouse,, as a result of which the employment of employees is terminated, an employee 
whose employment is so terminated, or when an employee has been laid off by the company and 
such layoff is continuous for a period o f more than 24 months, then such employee shall be deemed 
to have permanently lost his job and any recall rights, and shall be entitled to a severance allow­
ance . . . (45)

Plans paying benefits in transfer of operations were usually limited to 
this one kind of separation:

(a) If . . . the employer shall physically move substantially its entire operation . . . 
and the local annexes operating adjunct thereto to a location which is:

(1) Over 50 miles . . . /aw ay/ . . . this contract and the union representation there under 
(if still in effect) shall thereupon not apply at such new location and each employee of 
such present operation . . . who then has 5 years or more accumulated service shall,
. . .  be entitled to a severance award. . . . (46)

The provisions of this article . . . are based solely on loss of jobs due to transfer of work 
to other . . . plants . . . This article becomes the sole agreement between the parties on the 
subject o f severance pay. (47)

While agreements specifying technological change as a condition for 
granting benefits have increased since the Bureau’ s 1955—56 study, in 1963 tech­
nological change was specifically identified in only 15 percent of the provisions 
setting forth conditions involving the work situation. However, plant closings 
and relocation, department closings, and transfers of operations could be gen­
erated by technological changes as well.
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In its simplest form, technological change was merely referred to, but 
not defined:

Any regular full-tim e employee whose employment is permanently terminated for the reasons 
listed below shall be eligible for severance pay. . . .

1. Elimination of jobs;
2. Consolidation or mergers;
3. Abandonment of plants;
4. Technological changes. (48)

5|< *

The employer agrees to continue, in accordance with past practice, its plan under which 
separation allowances are paid to employees who lose employment directly by reason of technolog­
ical improvements or physical incapacity. . • • (49)

Some plans defined technological change to mean changes in plant, equipment or 
processes, or in methods and procedures:

The employer w ill pay separation allowances to employees displaced by technological 
changes and for whom no other jobs are open, upon the following terms and conditions:

Any employee shall be considered displaced by technological change when his particular 
job is permanently abolished because of:

1. Change in plant or equipment, or
2. Changes in process operations. (50)

>[c >[c

6.1 Regular employees having 1 year or more of service, who suffer loss of employment 
because of technological change such as dial conversion shall be paid a termination allowance based 
on the employee's service and basic wage rate at the time of separation. . . .  (51)

>!« >j<

In the event that an employer shall convert one or more elevators in his building to op­
eratorless elevators and the job or jobs of one or more regular elevator employees are eliminated 
. . . on that account, the employer shall pay to the elevator employee or employees whose job 
or jobs are thus eliminated, conversion pay in the amount and upon the terms and conditions as 
follows. • . . (52)

-T* -V*

If and when any job is abolished as a result of the conversion to straight natural gas or the 
sale, lease, or other disposition of a manufacturing plant of the company, then an employee whose 
employment was terminated because of the abolition of such job is eligible to receive dismissal 
pay. . . .  If and when any job is abolished as a result of changes in methods of production, 
distribution, sales, or office procedure, then an employee whose employment was terminated because 
of the abolition of such job is eligible to receive dismissal pay. . . . (53)

A small number of plans covered the eventualities of sale, consolidation, 
merger, or liquidation of a business.9

Notwithstanding the provisions of section 17 (a), any employee involuntarily separated from 
the service of the company as a result of merger shall be granted severance pay . . . (54)

sj< *  >;<

9 The apparel industry's pooled industry fund, discussed elsewhere, also paid benefits upon business termination.
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In the event of a merger, consolidation, or permanent suspension of any newspaper covered by 
this agreement, any employee who at the time of such merger, consolidation, or permanent suspension 
has been a regular situation holder for at least 1 year or who during his current period of uninter­
rupted priority has accumulated at least 1 year of service as a regular situation holder and who by 
virtue of such merger, consolidation, or permanent suspension is deprived of employment, shall re­
ceive, in addition to any accumulated vacation credits or any other money due him, the cash equiv­
alent of 3 weeks' (15 shifts) pay. . . .  (55)

*  *  *

B. If the employment of any employee is terminated by layoff or discharge because of ad­
verse business conditions or because of discontinuance of business, closing of the store, bankruptcy, 
whether voluntary or involuntary, . . . such employee or employees shall be entitled to the fo l­
lowing severance pay. . . .

C. If the employer, because of the bona fide sale of his drugstore or because of taking 
in of a partner, desires to discharge or lay off any employee, he shall do so only with the consent 
of the union. . . . should the arbitrator sustain the employer in such discharge or layoff because 
of the bona fide sale of his drugstore or because of taking in of a partner, the employee involved 
shall be entitled to the following pay, . . .

In case of sale of store, both seller and buyer shall be responsible for severance pay. (56)

Plans listing conditions involving the worker, found in 113 agreements, 
were concerned with discharge, disability, and retirement (table 4). To some 
degree, these were interrelated, in the sense that physical or mental inability 
to perform work could be a cause for discharge or for retirement.

Discharge was usually defined. The definition, however, was some­
times sufficiently general to allow for a liberal interpretation:

Termination allowance will be paid as herein provided to eligible employees whose service 
with the company is terminated by layoff, by compulsory retirement without pension, by displace­
ment arising through technological change, or by discharge, dismissal, or release without sufficiency 
of cause. (57)

*  *  *

In cases of involuntary separation from employment (excepting dismissals for cause), the 
company will pay to each employee as "severance pay" the following amounts: . . . (58)

Discharge was also defined by listing those causes for which payments were 
banned:

An employee who is discharged for insubordination, insobriety, dishonesty, absence without 
authority, grave offenses, or subversive activity, shall not be entitled to termination pay . . .

An employee when discharged for a cause other than those listed above, shall receive ter­
mination pay . . .  (59)

. • • /T h e / purpose of the severance pay program is to alleviate economic distress or shock 
resulting from permanent termination of employment. Permanent termination of employment shall 
result from (1) voluntary resignation, discharge, death, layoff in excess of 150 consecutive calendar 
days, or off-job  injury or sickness in excess of 365 days, or failure to return to work after a prop­
erly granted leave of absence . . . Any employee discharged for proven theft shall not be e li­
gible . . . (60)

*  afic *

A discharged employee shall be entitled to receive in a lump sum a cash severance pay­
ment. . . • The Times need not grant severance pay . . .  in case of discharge for dishonesty, 
gross neglect of duty. . . . (61)

❖  *
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When an employee , , , is discharged, he shall receive a dismissal payment • . •

Dismissal pay need not apply to an employee discharged for dishonesty or in the case of 
self-provoked discharge for the purpose of collecting dismissal pay. (62)

In the following agreement, management had the right to discharge an employee 
without proving just cause, provided it was willing to pay a severance allowance:

. . . An employer shall . • . have the right to discharge an employee without proving 
just cause provided that the employer gives such employee severance pay. . . .  (63)

A small number of plans, probably buttressed by informal practice, 
authorized that workers separated because of physical or mental disability be 
compensated:

An employee . 0 . who is laid off or discharged . . . for lack of work or a noncompen- 
sable mental or physical disability, shall be granted a separation allowance. (64)

-!< *  >l<

When the company decides to terminate an employee who is unable to do a fair day's work 
because of disabilities due to age or illness, he will be given the opportunity of accepting severance 
at the time he is displaced. (65)

Jje *  *

1. A termination allowance will be paid to an employee in accordance with and subject 
to the following provisions:

II. Conditions governing eligibility

Termination payments will be paid by the company to an employee compensated through 
the regular payrolls if:

A. He has at least 3 months of company service credit as determined by company service 
credit rules:

(a) His employment is permanently terminated by action of the company:

1. Because of his physical or mental inability to perform efficiently and safely 
his regularly assigned work or other work that is made available to him by 
the company; . . .  (66)

Separation pay shall be available to employees having 5 years or more of continuous se­
niority who are permanently removed from active employment because the company has determined 
they are physically incapable of continuing in active employment and it does not expect that they 
w ill be reinstated. This paragraph, however, shall not apply to employees who are placed in early 
or normal retirement status. The conditions governing the payment of the separation pay and its 
effect on an employee's seniority will be the same as the conditions governing its payment to laid- 
off employees. (67)

The employer may be required to make an effort to place the employee before 
separating him, thereby establishing a safeguard against abuse of the provision:

For the purposes of this ^severance paj!7 article, "lack of work" shall include the inability 
of the company to place an employee . . . because of such employee's incapacity for age or any 
other reason . . . .  (68)
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On the other hand, the employee may elect separation rather than change of jobs:

This plan is to provide full-tim e regular employee with a separation allowance . . .  when 
separated from the company due to total and permanent disability . . .

If an incapacitated employee elects not to displace any other employee (if his job's content 
is changed or the job eliminated) or cannot fully perform the duties of any other job classification, 
he will be laid off and receive the severance allowance. (69)

In electing retirement because of physical disability, he could, under the terms 
of a few agreements, receive both severance and retirement pay:

It is agreed that any employee 60 years of age or over who is forced to retire because of 
physical disability shall receive severance pay . . .

It is further understood that such severance pay shall be given in addition to any money 
received in accordance with the company's existing retirement policy. (70)

To prevent employee abuse of his right to elect to terminate because of physical 
or mental disability, the employee may be required to submit proof:

An employee who is physically or mentally unable to perform his duties may resign and 
receive the above termination pay provided he submits satisfactory evidence of such inability. In 
the event the employer does not deem the evidence satisfactory, such question may be submitted 
to grievance and arbitration . . .  (71)

Exemptions From Severance Pay. At the same time that negotiators 
listed conditions for granting compensation, they also set down their understand­
ing on the kinds of situations in which severance would be denied. Fully 70 per­
cent (264) of the 377 provisions that were studied listed one or more conditions 
under which benefits would be withheld (table 5).

Two provisions, each of which offered alternatives to severance benefits, 
were especially common: Those denying payment to workers who refused transfer
or recall (137) or to workers who were eligible for pensions (128).

Upon displacement from the job, but before it was finally determined 
that the worker would have to be separated, the employer might attempt to re­
assign the worker to other available work. Should the worker be eligible for 
transfer in accordance with the seniority clause and should he refuse to transfer 
or fail to accept recall to an available job while on layoff, then he would forfeit 
his allowance:

. . . An employee otherwise eligible for severance allowance who is entitled . . .  to a 
job in at least the same job class in another part of the same plant shall not be entitled to sev­
erance allowance whether he accepts or rejects the transfer . . . (72)

vO -v
Employees who are laid off from the plant and are eligible for severance pay as outlined 

in paragraph (b) above shall be paid on a weekly basis and such employees who refuse recall to jobs 
in their occupational group will lose any benefits remaining due under this section. (73)

As one of the above clauses indicates, safeguards are sometimes adopted 
to protect the employee from loss of severance benefits for justifiably refusing to 
transfer to available openings if it meant lower earnings or a move to another 
location. 10 In the examples that follow, the worker loses severance pay only if he 
refused to transfer to a job in the same geographic area:

1 0 For a discussion of options between transfer and severance pay see p. 32.
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No termination allowance shall be due any eligible employee who fails or refuses to accept 
an offered comparable job assignment within the same headquarters location area without good and 
sufficient cause demonstrated.

An employee who disqualifies himself for termination allowance by refusal of available 
transfer opportunity will be treated as waiving all further rights to reemployment and to eligibility 
for or continuation of termination allowance payments.

An eligible employee may refuse to accept an offer of a comparable job assignment in 
some other headquarters location area without loss of termination allowance. However, upon such 
refusal, he will be treated as waiving all further rights to reemployment with the company as other­
wise provided in this agreement. (74)

Loss of a particular job  shall not be considered a release on account of lack of work if the 
employee is offered work at the time of such release with any subsidiary or affiliated company of 
the company or with any company acquiring or succeeding to all or any part of the property of the 
company, but shall be considered as such a release where such offered work is outside of the geo­
graphic boundaries of his division and is with Michigan Gas Storage Co. (75)

The right to refuse transfer outside the geographic area, or reasonable commuting 
distance, was in some cases limited to refusal only if the job was not equivalent 
or if it paid less than the workerfs old job by a given amount:

Each regular employee laid off as the result of force surplus, other than employees who are 
offered and refuse employment in a related or reasonably equivalent occupation and within reasonable 
commuting distance of their then place of employment, will be paid a layoff allowance . . .  (76)

>\<

Separation allowances shall not be paid . . .  to employees who refuse an offer of employ­
ment by the company in another department or another unit of its business the location of which is 
reasonably accessible to the location of the place of employment from which the employees are being 
dropped from the service, unless the job on which the employment is offered carries a rate in excess 
of 15 cents an hour less than the job which the employee last worked on prior to the closing of the 
department or units of business. If the reduction in rate . . . exceeds 15 cents per hour the em­
ployee shall have the election of taking either the job or separation allowance. (77) /This illus­
tration is reproduced in its entirety in appendix A j

Loss of income or downgrading could be sufficient grounds for refusal 
even in intraplant transfer. Workers could refuse an available opening, for ex­
ample, if the pay was less than the pay for the old job by a given percent.

. . . An employee who is immediately entitled under the seniority provisions of this agree­
ment to another job covered by this agreement which has a base rate of at least 86 percent of the 
base rate of the job  from which he is being displaced shall not be entitled to separation payment 
whether he accepts or refuses the other job. If he refuses such job, his seniority and employment 
status shall cease. If he is offered a job with a base rate of under 86 percent, he may:

(1) Accept separation payment (in which event his seniority and employment status shall 
cease), or

(2) Accept the job (in which event he shall not hereafter be entitled to separation pay­
ment for the original displacement), or

(3) Accept a layoff, for recall in accordance with the seniority provisions of . . . /this 
agreement/. (78)
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Similarly, a worker could refuse to transfer if the transfer was to result in a 
loss of job grade:

The plan does not provide service payments under the following additional conditions: . . .

To an employee who refuses a lateral transfer or any job assignment to which he is entitled 
under the seniority section except:

1. He shall not be required to take more than one downgrade in his job classification.

2. If a downgrade within his job classification is not available he shall not be required 
to take a reduction of more than four labor grades or equivalent rate range position 
from his position at the time he first exercises his seniority rights as a result of lay­
off. . . .

To an employee who fails to respond to recall as provided in the recall provisions of the 
seniority section, within 4 calendar weeks following his layoff. (79)

5[< >J<
An eligible employee who elects to take a layoff . . . shall not be entitled to severance 

pay unless, had he not elected layoff:

a. He would have been downgraded more than two labor grades (for employees classified 
in labor grade nine or higher) or;

b. He would have been downgraded more than one labor grade (for employees in labor 
grade 10) or;

c. He would have been transferred from an incentive to a daywork job, resulting in a 
decrease of at least 20 percent in his week's pay. (80)

In one plan refusal to transfer involving a downgrade without loss of benefits was 
limited to first-class journeymen having 10 years or more of continuous service:

A first-class journeyman with 10 years or more of continuous service who, because of a re­
duction of personnel in his craft, is transferred to another job may (unless the job is a craft position 
of equal pay for which a vacancy exists) refuse such transfer and elect instead to accept severance 
pay . . . (81)

Plans in the motion picture industry recognized that in some recall situations time 
limits might be unrealistic because workers had taken other employment. They 
therefore extended recall limits and preserved rights to severance compensation:

If the employee has refused an offer of comparable employment from the producer or was 
not available when called for work by producer, within the 90- or 270-day period, as the case may 
be, . . . the employee shall not be entitled to any severance pay. If the employee was not avail­
able when called for work by producer as above provided, then producer, as soon as practical, shall 
notify the union that such call was placed and that the employee was not available.

With respect to call backs after layoffs for severance pay, it is recognized that in certain 
circumstances it may be difficult for an individual to accept a call immediately when he is cur­
rently employed at another studio.

It is further recognized that in certain circumstances it may be difficult for the employee, 
as well as a hardship to the studio where he is then employed, to be required to accept a call im ­
mediately without any notice to his then present employer.

It is believed that in the great majority of cases reasonable consideration should be given 
so that the employee will not lose his severance pay credits. To this end, it is the intent of the 
parties hereto that if an employee who has qualified for severance pay has been laid off by a studio 
and, within the 90-day period referred to, such studio recalls the employee at a time when such 
employee is unable to accept such recall because of other employment in the motion picture industry, 
then such 90-day period shall be extended by a period equivalent to the period of employment for 
which the employee was being recalled, but in no event to exceed 20 days. In the event that such 
employee is again recalled by the studio within the 90-day period, as extended, and does not accept 
such recall because of other employment in the motion picture industry, or for any other reason, 
except as otherwise herein provided, then such employee shall lose his qualification for severance pay.
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In the event the employee is unavailable to accept such recall because of employment out­
side the motion picture industry at the time of such recall, he shall have a maximum of 2 days 
after the day of such recall to make himself available and if he fails to do so then such employee 
shall lose his qualification for severance pay.

Such provisions with reference to the 90-day period shall also attach to the 270-day period 
as the case may be. (82)

Employees eligible for pension benefits were disqualified from severance 
allowances in 128 agreements:

Any employee who retires under the company's employees' retirement system shall not be 
entitled to a severance allowance under the provisions of this article. (83)

❖  *  aje

Any employee who is laid off or whose employment is severed through no fault o f his own 
for a reason other than retirement under (the) employees' retirement allowance plan shall be granted 
severance pay . . . (84)

In 103 agreements each discharge for cause or voluntary resignation 
barred severance payments:

An employee who is discharged for insubordination, insobriety, dishonesty, absence without 
authority, grave offenses, or subversive activity shall not be entitled to termination pay . . . (85)

>j< >|<
In the event of any layoff or discharge except for dishonesty, drunkenness, or gross insubor­

dination or where the union requires a discharge for nonpayment o f dues /the company7, will pay 
severance pay . . .  (86)

>!< >;<

(b) Severance pay benefits shall not apply to employees discharged for just cause, resigning 
(except for bona fide illness in an employee's immediate family requiring a change o f location out­
side the area served by the company, for reason of health), retiring, leaving the employ o f the com­
pany because o f compensable disability or leave of absence, or offered employment by a successor 
to this company in any of its present or future operations or locations at the then existing status and 
rate o f pay. (87)

Less commonly, plans noted conditions which were beyond the employer’s 
control and which created short-term layoffs— conditions such as strikes, acts 
of God, emergencies, etc. These, too, were considered outside the coverage of 
the plans. In some cases, benefits were not paid to persons on leave of absence 
or to workers who could not be placed upon return from leave of absence:

(For purposes o f receiving an allowance) . . .  an employee's service shall not be considered 
suspended by layoff nor shall he be considered laid off under the following circumstances: (1) when
his services are temporarily interrupted because of, but not limited to such cases as material shortage, 
equipment failure, power failure, or other circumstances which cause a temporary cessation or re­
duction in operations} (2) when not reinstated from leave o f absence. (88)

>;< >;c >;<

• . • severance pay shall be granted . . . except where absence from work is due to any 
strike, fire, flood, major or mechanical or electrical breakdown . . . (89)

*  *  *

The provisions of this plan shall not be applicable where the company decided to close a 
plant or lay off an employee because of the company's inability to secure production, or carry on 
its operations, as a consequence of a strike, slowdown, or other interference with or interruption of 
work participated in by employees in a company plant, service shop, or other facility. However, 
the operation of this paragraph shall not affect the rights or benefits already provided hereunder to 
an employee laid off for lack of work, prior to and not in anticipation of the commencement of 
any such strike, interference, or interruption. (90)

sjc *

(b) An employee who is laid off while on leave o f absence shall not receive severance pay 
except i f  the leave o f absence is for personal illness or if the stated term of a personal leave o f ab­
sence expires 1 month or less after the layoff. This section does not apply to maternity leaves. (91) 
£fhis illustration is reproduced in its entirety in appendix A j
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Under a small number of agreements, most of them in the aerospace 
industry, a worker was ineligible if he falsified his benefit application or if the 
allowance was under $25:

(j) No employee shall be eligible for any benefit where the amount of such benefit, cal­
culated in accordance with the provisions . . .  is less than $25.

(k) Any employee who intentionally misrepresents or fails to disclose any material facts, 
in connection with any application for or receipt o f any benefit under this section, shall forfeit any 
rights under this section that he may have accrued up to that time, and shall in addition forfeit his 
recall rights and seniority. (92)

Retirement and Death. Plan provisions related severance to pensions and 
retirement in a variety of ways, some frequent and some rare. Perhaps the 
simplest relationship found was in agreement provisions establishing a severance 
pay program in a pension plan:

. . . the company shall expend $. 0625 per hour of work for a pension plan which shall 
include a severance pay feature and such other terms as the parties shall agree upon . . .  (93)

or providing for severance payments from an existing pension fund:
The lump-sum benefit o f an employee eligible for a transfer severance benefit who has 

applied therefore shall be an amount, payable from the pension trust fund as provided for in the 
present pension agreement. . • . (94)

Neither was frequent in plan provisions; as pointed out earlier, pension plans 
were not analyzed.

More common were those plans providing for separation payments to re­
tiring workers. In textile agreements, this was frequently the only benefit availa­
ble upon retirement:

The employer will pay retirement separation pay to each of its employees who, having 
attained the age o f 65 in the case of men or the age o f 62 in the case o f women, voluntarily re­
tire from active employment in the mill and have, at the time o f their retirement, completed 
15 years o f service in the mill with an average employment o f 1,000 hours or more for each service 
year. The amount of the retirement separation pay shall be 1 week's pay for each service year, 
with a maximum of 20 weeks' pay. (95) ^This illustration is reproduced in its entirety in ap­
pendix A£7

In others, the language of the provision was less explicit, but by establishing 
age or length-of-service requirements, or by paying for voluntary retirement, 
they signalled their intent to be retirement separation plans:

Any employee may request and receive severance pay on any one of the following bases:

(a) Completion of 25 years or more of continuous service.

(b) Completion of 20 years or more of continuous service at age 65.

(c) Completion o f 25 years or more o f total service— not necessarily continuous— at age 60, 
provided the employee's present service has exceeded 10 consecutive years. (96)

?Jc >[> 1

(1) The corporation may separate from its employment any male employee on its active 
payroll who has reached 65 years of age, or any female employee who has reached 62 years o f age, 
or who hereafter reached 65 and 62 years o f age, respectively, and who is unable, in the corpora­
tion's opinion, to perform his or her work satisfactorily; and such separation may be effected at any 
time after the employee's 65th or 62d birthday as the case may be. An employee shall be deemed 
on the active payroll only if actually at work at the time of separation or is not at work at such 
time because of personal illness or injury suffered in the plant provided absence for such reason has 
not extended for a period in excess o f 26 weeks.
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(2) Any employee who has reached 62 years of age will be separated under this article 23 
upon receipt by the personnel department of the corporation of a valid written request to be so sepa­
rated, signed by the employee.

(3) If such employee has 15 years of service at the time of such separation, he shall re­
ceive from the corporation the sum of $900 and for each year of service in excess of 15 years 
an additional $80; but no employee shall receive more than a total of $2,000. If such em ­
ployee has less than 15 years' service at the time of such separation he shall receive from the cor­
poration a sum equal to 1 day's pay for each year of his service with the corporation. (97)

A worker could receive both separation pay and pension, although in some cases 
the severance payment might be reduced:

Each employee (other than those retiring on a deferred vested retirement pension) who on or 
after the effective date of this agreement retires and is eligible for benefits under the pension agree­
ment . . . shall become entitled to receive a severance allowance equal to 3 weeks' pay . . . (98)

t  'r

If the employee is entitled to and elects to accept the vested retirement benefits under the 
terms of the employer's retirement plan, severance pay will be as outlined above, less the actual 
expenditure made by the employer toward the vested retirement pay. (99)

A clear inducement to retire was a provision which granted to laid-off 
employees who chose early retirement their severance allowance in addition to 
pension benefits:

An eligible employee who elects early retirement . , . when he otherwise would be laid 
off will be paid the severance pay to which he may be entitled immediately upon retirement. (100)

In some plans, the worker had an option between severance pay and pension. 
Choosing separation pay would automatically disqualify the worker from receiving 
pension allowances:

Employees who are eligible for severance pay . . . and are also eligible for pension under 
the terms of the pension plan . . . may at their option elect to receive benefits under this sever­
ance pay plan. It is understood that this election makes such employees ineligible for pension bene­
fits . . . (101)

A trial retirement was provided for in the following provision:

30. 1 Any employee who has completed 25 years or more of service with an employer shall 
be entitled to 4 weeks' severance pay, at his base hourly rates, upon retirement. The union and 
employers shall cooperate to effect the retirement of employees who reach retirement age.

30. 2 Any employee eligible for retirement under the district 65 security plan shall be 
granted, upon request, a trial retirement not to exceed 1 year. At the conclusion of the trial re­
tirement period, said employee shall have the right to be reinstated as an employee, with full se­
niority and job rights if he is in good physical and mental condition at the end of the trial retire­
ment period. (102)

Fifty-four plans provided that allowances were payable to workers who 
were ineligible for pensions: 11

Any employee . . . compelled to retire who does not qualify for pension payments . . . 
and, o . . any employee . . . who elects to retire but who does not qualify for pension payments 
. o . shall be paid by the company the following amounts of money . . . Such payments shall be 
in lieu of pension benefits and shall not be available to any employee eligible for pension pay­
ments . . . (103)

*  *  *  *

Severance provisions in automobile SUB plans similarly provided termination pay to retiring workers ineligible 
for pensions.
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Any regular employee with 15 or more but less than 20 years' net credited service who at age 
65 is retired by the company without a pension will be given a termination allowance . . . (104)

Severance benefits were used to supplement low pension payments, but 
benefits were reduced, in such a case, by the amount of earnings a worker re­
ceived after normal retirement:

Severance pay will be granted to certain employees upon retirement under the following 
conditions:

Whether or not he is a member of the retirement plan, any employee whose allowance 
upon retirement is less than $600 (annually, in the case of members) shall receive a supplemental 
allowance in a lump sum as follows „ . .

Employees continued in service after age 65 shall have deducted from the severance pay 
allowance all amounts earned after reaching age 65. (105)

Sixty-three plans referred to the status of severance payments in the 
event of the worker’ s death. 12

Effect of death upon payments Agreements
Workers 

(in thousands)

Total with severance pay provisions-------------- 377 1,794.3

Total referring to payment of severance benefits 
upon death------------------------------------------------------------- 63 272.9

Dismissal pay to beneficiaries of workers 
who die while employed------------------------------------ 7 41.6

No severance pay in event of death-------------------- 18 90.6
Unpaid balance of dismissal pay to 

beneficiaries of separated employees 
receiving severance pay_______________________ 36 138. 1

Other1 __ — ------------------------------------------------------- 2 2.7
Total with no reference to effect of death 

upon severance p a y ________________________ ______ 314 1,521.4

1 In both agreements, beneficiary receives severance pay due deceased. The minimum 
is specified in 1; the maximum in the other.

NOTE: Because of rounding, sums of individual items may not equal totals.

Only in a few instances, was the employer liable for payment of the full or partial 
amount to beneficiaries of the worker who died while still employed.

(d) In the event of the death of any employee with 6 months or more of service, the pub­
lisher agrees that the beneficiaries of the deceased, designated by the employee in writing in advance, 
shall be paid a sum equivalent to that which the deceased would have been paid had he been dis­
charged under the terms of this contract, but in no event less than $500, less any legal costs or 
expenses caused the publisher in making said payments. (106)

In the event of the death of a regular full-tim e employee, covered by this agreement, the 
publisher agrees to pay to the beneficiary previously designated in writing by such employee, or to 
his estate, severance pay equivalent to 50 percent of the amount which the deceased would have 
been paid as dismissal indemnity (as set forth in article 21) for the length of total continuous em­
ployment up to the time of death (as recognized in the employment records of the publisher), but 
in no event shall such total severance payment for each deceased employee exceed the sum of 
$1,000. (107)

12 Virtually all funded arrangements established special arrangements in the event of death.
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Only 18 agreements stipulated that the employer did not have to pay 
severance to the estate of a worker who died. Thus, death was not considered 
compensable separation:

No termination allowance will be due . . .  in any case where the separation is the result 
of . . . death. (108)

One provision, however, specifically qualified this waiver of the employees ob­
ligation to pay by requiring payment if the widow remained unmarried or if the 
surviving children were vmder specified age limits.

In the event of the death of an employee while receiving dismissal payments, such payments 
shall ceasej except that in the event such employee is married or has unmarried children under age 
21 at the time he is laid off, then such payments shall be continued to the extent of the amount 
remaining . . • solely to the wife while living and unmarried, or, in the event of her death or re­
marriage, the payments shall be equally divided between such unmarried children of the employee 
until they reach the age of 21. (109) £This illustration is reproduced in its entirety in appendix A•_/

More often, the employer*s obligation extended to any balance that remained in 
the event the worker died while receiving benefits:

In the event of the death of an employee entitled to severance pay, any unpaid balance 
shall be paid to his widow or dependents. (110)

*  *  *

18.7 If the employee's death occurs while receiving separation pay, his heirs or estate shall 
receive the remainder due under the formula . . . ( I l l )

Worker Eligibility— Length-of-Service Requirements. In all but nine 
agreements, workers were required to have a specified minimum length of service 
to be eligible for benefits (table 6). These requirements served to eliminate 
recently hired workers or low-seniority workers from coverage. The bulk of the 
agreements established relatively modest minimums of 1 year (146) or 6 months 
to a year (50). The requirement for a 3-year minimum was prominent only be­
cause of the steel pattern. Higher minimums were uncommon, and were largely 
related to retirement-separation pay provisions. 13 Thus, length-of-service eli­
gibility as a general rule, was no more stringent than for vacation allowances, 
although payments usually reflected the amount of a worker's service.

Minimum length-of-service requirements in 19 plans varied with the 
reason for separation. Thus, in the Macy's— Retail, Wholesale, Department 
Store Union provision, workers separated because of a reduction in force needed 
only 1 year of service for eligibility, but workers who resigned because of ill 
health received allowances if they had 5 years or more of service. *. Similarly, 
the Laclede Gas Co. agreement necessitated 10 years of service in order to 
collect benefits on resignation for physical inability, but if a job was elimi­
nated by technological change or because of sale, lease, or "other disposition of 
a manufacturing plant, " then only 2 years of service were required. In any 
other separation, except those specifically excluded, a separated worker having 
5 years of company service received allowances.

A year of service for severance pay purposes was variously defined, 
including terminology such as "a full year," a "year of continuous service," a 
"completed year, " service year definitions used in vacation or pension plans, and 
specific definitions of a service year for the purposes of termination allowances.

13 The highest minimum found in funded arrangements was 2 years, typical of separation provisions in SUB plans.
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A year* s service was defined in terms of (a) a number of hours:

The employer will pay retirement separation pay to employees who • . . have . . . 
15 years of service with an average employment of 1,000 hours or more for each service year. (112)

or (b) a number of days:

(b) A year shall be a period of 365 consecutive calendar days unless extended as herein 
provided, with such period to commence with the date the employment is terminated and computed 
backward in retrospect upon the prior employment record with producer. A "qualified year" shall 
be such a year in which employee actually works 200 days hereunder for producer. If the employee 
is offered such employment within 270 elapsed days after such termination of employment and the 
employee works less than 200 days in such year, the year will be "bridged" for the purposes of de­
termining qualified years. The subject of "bridging" has been referred to a joint subcommittee con­
sisting of representatives of the respective parties hereto, for further determination. (113)

or (c) a number of months:

In computing such years of service, a fraction amounting to less than 6 months will be dis­
regarded, and a fraction amounting to 6 months or more will be considered as a full year. (114)

Time off that would or would not be counted was also specified:
Each year of continuous employment is defined for the purpose of this entire section as a 

full and complete year of continuous employment without absence of more than 30 regular working 
days during any anniversary year, excluding only paid holidays, paid sick leave, paid vacation, 
annual military training, authorized jury service, and temporary layoff as defined in the seniority 
section of this agreement. (115)

>!< >;<

In the event of a layoff which is made during the life of this agreement, the company will 
make a lump-sum severance payment of 1 week's regular wages for each full year of continuous 
service as determined by company personnel records to any employee who has actually worked a total 
of 24 months (104 weeks) out of the 30 months (130 weeks) immediately preceding his layoff and 
who is on the active payroll at the time of layoff . . .

g. Definitions for purposes of this section:

1. "Actually worked" includes paid absences under the agreement, absences during 
weeks for which workmen's compensation payments are made by the company, 
military service leaves of absence, and absences during the vacation shutdown 
because the employee is not offered work by the company. No absence, however, 
is to be counted as time worked beyond the date that the employee would have 
ceased work because of layoff. Time on layoff whether or not layoff severance, 
vacation, .or other payments are made is not counted as time worked. Partial weeks 
worked count as full weeks in computing time worked. (116)

Option
Many agreements explicitly protected the right of a worker facing sepa­

ration or layoff to choose between accepting the plan benefits to which he was 
entitled and transferring to a lesser job (or transferring with other disadvantages), 
or moving into a layoff status with his seniority and recall rights intact, or, in 
a few agreements, retraining, or a combination of alternatives. Usually these 
were choices that the individual worker had to make, and, presumably, the amount 
of his severance pay, his prospects, and his age would be important considera­
tions to weigh against the employees offer.

It is possible that an element of choice for the worker, if an alternative 
to separation is feasible, is implicit in the operation of most severance pay plans. 
The clauses, however, appear to represent an extra safeguard to the wprker in 
making a choice and special protection of his equity in the severance plan.
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Of the 377 plans studied, 167 offered alternatives to workers at the time 
of displacement from their regular jobs.

Workers
Options Agreements (in thousands)

Total having options1 -------------- ---------------  167 8 80 .6

Transfer------------------------------------------------ ---------------  137 7 26 .2
Layoff, with recall rights------------------- ---------------  99 6 7 5 .5
Training------------------------------------------------ ---------------  6 88. 3
No reference to options----------------------- ---------------  210 9 13 .7

1 Nonadditive. 73 agreements covering 595,350 workers provided multiple 
options.

The intraplant transfer option offered in the following clauses involved 
transfer to another department in the plant, to any job that the worker was able 
to perform, or to any job that the worker was willing to accept:

1. In lieu of severance allowance, the company may offer an eligible employee a job, in 
at least the same job class for which he is qualified, in other departments of the plant. The em ­
ployee shall have the option of either accepting such new employment or requesting his severance 
allowance. If an employee accepts such other employment, his continuous service record shall be 
deemed to have commenced as of the date of the transfer, except that for the purposes of severance 
allowance under this section and for purposes of section 12— vacations, his previous continuous serv­
ice record shall be maintained and not be deemed to have been broken by the transfer.

2. As an exception to paragraph 1 above, an employee otherwise eligible for severance 
allowance who is entitled under section 13— seniority, to a job in at least the same job class in 
another part of the plant shall not be entitled to severance allowance whether he accepts or rejects 
the transfer. (117)

*  sfe *

(c) When a department is permanently discontinued, employees on the departmental seniority 
list of such department at the time of the discontinuance, shall, on written application, 3 weeks prior 
to the discontinuance, have the option of accepting severance allowance as scheduled below, or ac­
cepting a transfer to another department on the basis of their plant seniority. Those who elect to 
transfer shall go to the bottom of the departmental seniority list of the department transferred to, 
but shall maintain their plant seniority. (118)

*  *

When a job is for any reason discontinued, or the work with respect to such job in any 
manner curtailed and an employee for either such reason loses his job, such employee shall be given 
first preference at any open job of his choice if he shall be able to perform the work with average 
ability at the minimum rate for such open job, plus general wage increases as shall have been given 
during the term of this agreement, before any new employees are hired for such job or jobs or at 
the option of the employee, severance pay. (119)

*  *  *

In lieu of severance allowance, the corporation may offer an eligible employee a job in the 
same job class for which he is qualified, or in a job class which he is willing to accept. The em­
ployee shall have the option of either accepting such new employment or requesting his severance 
allowance, but not both. . . . (120)

In multiplant companies, workers were offered the opportunity to choose 
between severance and moving to another plant.

(b) An employee who may be offered transfer to another locality as an alternative to in­
voluntary furlough shall have the option of accepting such transfer or of electing to take severance 
pay . . . (121)

sjc *  j!«
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An employee who has completed 1 year or more of continuous service and who is offered 
a transfer to another work location because of lack of work, may refuse such transfer and elect to 
take (severance) allowance . . . (122)

*  *  *

Whenever the company deems it necessary to release regular employees in the traffic de­
partment as a result of a technological change, the following procedure shall apply • . . regular, 
full- or part-time employees . . . not desiring employment at another company exchange w ill be 
given termination pay . . . (123)

In some instances, a refusal to transfer to a nearby plant meant loss of 
benefits. Disputes as to whether a plant was in the same or nearby area were 
to be resolved through the grievance procedure:

Severance pay is not paid . . .  to employees who refuse an offer of employment by the 
company in another department or another unit of its business, the location of which is reasonably 
accessible to the location of the place of employment from which the employees are being dropped 
from service. Reasonably accessible shall not be interpreted to apply to any distance greater than 
the distance for which no moving allowance is payable . . . (124)

*  sje *

(c) An employee who has completed 5 years or more of continuous service and who is offered 
a transfer to another work location may refuse such transfer and in lieu thereof elect to take a sepa­
ration allowance in the event that the transfer to the new location would involve unreasonable incon­
venience and expense to the employee. The determination of "unreasonable inconvenience and ex­
pense" in any particular case of an employee transferred to another work location shall be subject to 
grievance procedure. (125)

>}« :$c

If . . . substantially the entire matrix . . . plant . . . and/or the entire manufacturing 
plant . . .  is physically moved to a location which is . . . within 50 airlines miles of either of 
the two present plant locations . . . any employee who has 5 years or more of continuous service and 
resides at the time the move is announced . . . over 50 miles by the shortest usual route of travel 
from the new location and who elects not to continue as an employee at the new location, shall be 
entitled to a severance allowance . . . (126) /This illustration is reproduced in its entirety in ap­
pendix A7 J

The interplant option might reinforce the principle that the worker follows 
the job, if he so chooses, in a transfer of operations:

5. The employer shall give regular employees displaced by the transfer o f a particular 
function of a bureau the option of accepting a transfer with the function to another bureau, or ac­
cepting dismissal indemnity in lieu of transfer. In case of cessation of functions of a bureau or de­
partment, the employer shall offer transfers to the regular employees affected or, if unable to do 
so, shall reduce the force. Should the employee decline a transfer or be released by reduction of 
the force he shall receive dismissal indemnity. Acceptance of dismissal indemnity by an employee 
under either of the conditions set forth above shall be entered on the records as a resignation. (127)

The choice between accepting final termination or electing layoff with 
full recall rights was offered to employees in 99 agreements. In choosing to 
delay severing the employment relationship by electing layoff, the worker retains 
all seniority rights, at least for the layoff period and the hope that he will 
be recalled. 14

(B) In the event of final termination of employees for reasons other than resignation, dis­
charge for just cause, or retirement under the company's retirement plan. Employees laid off sub­
ject to recall may, within 6 months of the date of layoff, elect to accept final termination, fore­
going any recall rights, and receive termination payments as provided above. (128)

During layoff, the worker may receive income to sustain him, from State unemployment benefits, or from 
negotiated SUB plans. In the Armour agreement, a special maintenance of income plan was negotiated, labeled
by the parties as technological adjustment pay, limited to workers who registered their willingness to accept an inter­
plant transfer. Both Armour's separation pay and technological adjustment pay provisions are reproduced in appendix A.
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6. An employee on being laid off shall have the right to elect not to receive severance 
pay and thereby retain all seniority rights and any other privileges to which such an employee may 
be entitled. (129)

*  ❖  *

A regular employee who has been laid off because of lack of work shall have the right to 
elect to receive dismissal pay at the rate and under the terms and conditions hereinafter set forth. 
Such dismissal pay shall be in lieu of his rights of reemployment and retention of seniority upon re­
employment. • . . (130) /This illustration is reproduced in its entirety in appendix A j

Provisions allowing the choice between severance and layoff sometimes 
established maximum time limits for layoff status. If not recalled within the 
defined period, it was assumed that the chances for reemployment were nil. 
These limits extended up to 1 year, or, as in Steelworkers1 provisions for 
90 days:

Employee may accept severance pay and forfeit seniority retention rights or retain seniority 
up to a maximum of 1 year.

. . . Any employee with 5 years or more seniority who is on continuous layoff for a 6- 
month period, or is laid off and exhausts his unemployment compensation eligibility shall have the 
option of accepting separation pay according to the schedule outlined below and forfeit seniority re­
tention rights. If the employee elects not to exercise this option, he will retain seniority up to a 
maximum of 1 year. At any time between the expiration of 6 months' continuous layoff or the 
running out of unemployment compensation benefits and the end of 1 year of continuous layoff, the 
employee may elect to accept his separation pay and his seniority shall be terminated. In the event 
the employee does not exercise this option up to the time of the end of 1 year's continuous layoff 
and the employee is then still in a layoff status, he shall receive . . . separation pay • . . and 
his seniority shall be terminated. (131)

*  *  *

Section 4. Notwithstanding any other provision of this agreement, an employee who would 
otherwise have been terminated in accordance with the applicable provisions of this agreement and 
under the circumstances specified in section 1 of this article may at such time elect to be placed 
upon layoff status for 30 days or to continue on layoff status for an additional 30 days if he had 
already been on layoff status. At the end of such 30-day period he may elect to continue on lay­
off status or be terminated and receive severance allowance if he is eligible to any such allowance 
under the provisions of this article; provided, however, that if he elects to continue on layoff status 
after the 30-day period specified above, and is unable to secure employment with the company 
within an additional 60-day period, at the conclusion of such additional 60-day period he may elect 
to be terminated and receive severance allowance if he is eligible for such allowance. (132)

In one agreement of the Celanese Corporation of America, a worker facing 
displacement because of technological change could, in lieu of severance pay, elect 
to be placed on the furlough list and hope for recall, or, if eligible, might elect 
to be placed on a preferential hiring list:

Should displacements be made because of changes in plant or equipment or process oper­
ations in any department or section, a worker so displaced shall be given the option for 3 days of 
becoming a displaced employee with . . .  (a technological displacement allowance) . . . and 
being dropped from the seniority list, or being transferred according to seniority to the furlough list.

A preferential list shall be established for workers of more than 2 years' service who may 
have been displaced, and such displaced workers shall have the privilege for a period of 60 days of 
deciding to take separation allowance . . .  or accepting a place on the preferential list in accord­
ance with his seniority for future employment on a job agreeable to the employer and the em ­
ployee . . . (133)
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The assumption that the employer, upon payment of dismissal compensa­
tion, ends his obligations to the worker still prevails. Exceptions were found in 
six plans, all in electrical manufacturing, which gave workers laid off for lack 
of work the right to apply severance funds for training. All were in General 
Electric’ s income extension aid plan, or in Westinghouse’ s layoff income and 
benefits plan. 15 These benefits were not available to employees separated be­
cause of plant closing, but only to those on layoff:

3. An eligible employee laid o ff for lack o f work, if not then eligible for optional retire­
ment under the pension plan, may elect from the following:

(a) He may enter upon a course o f  instruction at a recognized trade or professional school 
in which event payments will be made to such school from the income extension aid 
available to him (while he has continuity o f service), upon written request therefor 
by the employee, to be applied to reasonable tuition charges and any other reasonable 
fees directly associated with the courses charged by the school . . .

Income extension payments made under subsection (a) shall not affect service credits pre­
viously accumulated, continuity of service, and recall rights. It will not be necessary for an em­
ployee to repay any income extension aid payable under such subsection. . . . (134) /This illus­
tration is reproduced in its entirety in appendix A j

* *  *

A. An eligible employee, as defined below, will receive layoff income and benefits in ac­
cordance with one option or more listed below, from a total maximum sum available to him which 
is equal to 1 "week's pay" for each full year o f his service with the company. An eligible em­
ployee is an employee with 3 full years or more o f such service who is not entitled to early retire­
ment, as specified in the Westinghouse pension plan, and is not on disability or leave of absence, 
who is laid off through no fault o f his own for lack of work occasioned by reasons associated with 
the business (such as changed customer ability and willingness to buy as reflected in adjusted pro­
duction requirements, changed manufacturing processes, product discontinuance, or plant closing), 
and who has not been recalled to work. . . .

C. The Options:

1. Retraining Outside the Company

An eligible employee may enter upon a course of instruction, at a trade or pro­
fessional school recognized by the company, designed to provide him with new em­
ployment skills, in which event payments will be made to such institution from the 
total maximum sum available to the employee pursuant to this plan upon docu­
mented request by the employee, and such payments shall be applied to reasonable 
tuition charges and other reasonable fees directly associated with the courses and 
charged by the school. To avoid misunderstanding, the employee should ascertain 
from the company in advance whether the school which he plans to enter is so 
recognized. (135)

15 Additional Westinghouse agreements, negotiated toward the end o f 1963, included a training option.
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T able  3. C onditions Inherent in the W ork Situation W hich
G overn  S everan ce  P ay and L a yoff B en efit  P aym en ts

in M a jor  C o lle c tiv e  B argain ing  A g reem en ts , 1963

(Workers in thousands)

Qualifying condition Agreements Workers

Total p la n s ------------------------ 377 1 ,794 . 3

Plans referring to conditions 
inherent in work situation1 __ 364 1 ,7 5 7 .9

Plant closing ------------------------- 119 698. 6
Discontinuance of 

department ------------------------- 96 596. 5
Technological change ---------- 56 194. 5
Business m ergers or 

changes of ownership _____ 11 19.3
Discontinuance of business— 9 16. 8
Transfer of operations ------- 8 10. 7
Other 1 2 ________________________ 10 54. 8
Vaguely defined: Layoff 

for lack of work ___________ 114 570. 9
Other vaguely defined---------- 79 376. 9

No referen ce------------------------------- 13 36. 5

1 Provisions are nonadditive; a contract may contain 
m ore than 1 condition inherent in the work situation.

2 In 5 agreements, dism issal pay is granted, among 
other reasons, as an inducement to terminate in the event 
of force reduction; in 2 for job elimination; in 2 if work 
is reduced at the local level, and in 1 for economic changes 
resulting from  "changed customer attitudes. "

NOTE: Because of rounding, sums of individual items 
may not equal totals.

Table 4. Conditions Inherent in the Worker Which Govern 
Severance Pay and Layoff Benefit Payments in Major 

Collective Bargaining Agreements, 1963

(Workers in thousands)

Qualifying condition Agreements Workers

Total plans ------------------------ 377 1 ,7 9 4 .3

Plans referring to conditions
inherent in the w orker1 --------- 113 507.6

Ineligible for pension
benefits -------------------------------- 54 217. 3

Retirement separation
plan --------------------------------------- 6 14.5

Physical disability _________ 36 5 1 .5
Discharge ____________________ 30 30. 3
Vaguely defined--------------------- 14 3 0 .4

No referen ce____________________ 264 1 ,2 8 6 .8

1 Provisions are nonadditive; a contract may contain 
m ore than 1 condition inherent in the worker.

NOTE: Because of rounding, sums of individual items 
may not equal totals.

Table 5. Exemptions to Payment in Severance Pay and 
Layoff Benefit Plans in Major Collective Bargaining 

Agreem ents, 1963

(Workers in thousands)

Exemption Agreements Workers

Total p la n s_______________ 377 1 ,794 . 3

Plans with exemptions 1 _______ 264 1, 353 .6
Refusal of transfer 

or r e c a ll____________________ 137 802 .4
Employee qualified for 

pension______________________ 128 567. 0
Discharge for c a u se ________ 103 4 3 6 .4
Voluntary resignation______ 103 429. 6
Strikes or slowdowns _______ 69 316. 2
Acts of God __________________ 57 180. 5
Leave of absence ------------------ 54 222. 9
Misrepresentation of facts 

on application______________ 15 103. 2
Payments under a specified 

minimum ___________________ 14 101. 3
Employee receiving work­

m en's compensation or 
other benefits --------------------- 12 85. 3

Other exemptions 2 __________ 22 45. 2

Total with no reference to 
exem ptions_____________________ 113 4 4 0 .8

1 Total is nonadditive since provisions may contain 
m ore than 1 exemption.

2 7 agreements exempted employers from paying 
severance benefits when termination was caused by "bu si­
ness or economic conditions;" 5 others, when the employee 
refused to accept demotion; 4 because of either se lf-  
provoked discharge, nonpayment of union dues, or both; 
2 where workers were displaced by returning servicemen; 
2 in the sale of the plant or facilities; 1 for the conven­
ience of the employee; and finally 1 when the worker in 
Hawaii accepted a lum p-sum  repatriation benefit, or was 
transferred to another employer.

N OTE: B eca u se  o f rounding, sum s o f ind ividual item s
m ay not equal to ta ls .
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T a ble  6. M in im um  S e rv ice  R eq u irem en ts  fo r  S evera n ce  Pay and L a y o ff B en efits
in M a jor  C o lle c tiv e  B argain ing A g re e m e n ts , by Industry , 1963

(Workers in thousands)
Minimum service requirements

Industry
Total plans

Total Less than 
6 months 1

6 months but 
less than 1 year 1 year 2 years

A g ree- W ork- A g ree- W ork- A g ree­ W ork­ A g ree­ W ork­ A g re e ­ W ork- A g re e ­ W ork-
ments er s ments ers ments ers ments ers ments ers ments ers

A ll industries__ 377 1 ,794 . 3 368 1,772 . 2 15 2 1 .8 50 257. 1 146 565 .9 27 89. 3

Manufacturing______ 243 1 ,140 . 7 238 1, 125. 3 10 14. 5 15 57. 8 99 326. 0 20 54. 8

Ordnance and a c ­
cesso ries_____________

Food and kindred
10 38. 6 10 38. 6 - - 2 2. 6 7 33. 4 - -

products______________
Tobacco m anufac-

33 113. 7 33 113. 7 - 18 68. 5 3 5. 5

tures _ _ _ _ - - - - - - - -
Textile m ill prod-

u c ts___________________ 8 17. 3 8 17. 3 - - - - 2 3. 1 1 2. 0
Apparel and other

finished products____
Lumber and wood

- - - - - - - - - - - -

products, except

Furniture and
fixtures_______________

Paper and allied
1 1 .4 1 1. 4 - - - - - - - -

products
Printing, publishing,

10 24. 1 10 24. 1 ~ ~ “ “ 8 21. 2 “ ■

and allied indus­
tries . _ 6 10. 9 6 10. 9 2 2. 7 3 7. 1

Chemicals and allied
products______________

Petroleum refining
33 57. 2 33 57. 2 4 7 .4 5 7. 5 15 2 5 .4 8 13. 5

and related Indus­
trie s 5 20. 4 5 20. 4 5 2 0 .4

Rubber and m isc e l­
laneous plastics 
products______________ 1 1. 1 1 1. 1 _ _ _ _ _ _ _

Leather and leather
products .............. 3 3. 6 3 3. 6 _ _ 3 3. 6 _ _

Stone, clay, and
glass products _ 1 1 .4 1 1. 4 _ _ _ _ _ _ _ _

Primary metal
industries____________

Fabricated metal
52 479. 7 51 478. 5 3 3. 6 - - 2 2 .8 - -

products _ __ 8 19.5 8 19.5 _ _ _ _ _ _ _
Machinery, except

electrical __ 9 11. 6 9 11. 6 2 2. 1 _ 2 3. 7 2 2. 3
Electrical machinery,

equipment, and 
supplie s_________ ____ 32 206. 2 31 205. 1 _ 2 4. 2 17 7 3 .8 3 26. 2

Transportation
e q u i p m e n t  ... 21 113. 1 19 101. 6 _ _ 2 36. 8 13 57 .7 2 2 .7

Instruments and r e ­
lated products_______ 9 15. 3 8 13. 6 1 1 .4 2 4. 1 4 5 .4 1 2. 7

Miscellaneous manu­
facturing industries — 1 6 .0 1 6 .0 - " - - - " - -

Nonmanufacturing__ 134 653.7 130 647 .0 5 7. 3 35 199.4 47 240. 0 7 34. 5

Mining, crude petro­
leum, and natural 
gas production .... . 7 16.7 7 16.7 1 1. o

Transportation 2 7 18. 6 6 17. 0 _ _ _ _ 2 8. 1 1 1. 1
Communications .. ... 76 496. 5 74 4 9 3 .9 2 2 .7 28 184. 8 28 193. 5 3 28. 3
Utilities: Electric

and gas . ... ... 18 44. 2 18
1

44. 2 _ _ 3 5. 5 11 30. 9 1 2 .0
Wholesale trade _ 1 1. 0 1. 0 _ _ _ _ 1 1. o _ _
Retail trade.. 8 24. 3 7 21 .8 _ _ 1 4. 5 _ _ 2 3. 1
Hotels and r e s ­

taurants ...... 2 3. 5 2 3. 5 1 2. 0 _ _ _ _ _ _
Services .. _ 13 46. 1 13 46. 1 1 1. 1 3 4 .6 3 4. 1 - -
Construction . . _ _ _ _ _ _ _ _ _ _ _ _ _
M iscellaneous non­

manufacturing indus­
tries „_________________ 2 2. 9 2 2 .9 1 1. 5 - - 1 1 .4 - -

See footnotes at end of table.
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T able  6. M in im um  S e rv ice  R eq u irem en ts  fo r  S evera n ce  P ay and L a y o ff B en efits
in M ajor  C o lle c tiv e  B argain ing A g re e m e n ts , by Industry , 1963— Continued

(Workers in thousands)

Industry

Minimum service requirements
No minimum  

indicated3 years 4 years 5 years More than 
5 years 3

Varies with 
reason for 
separation

Other 4

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A ll industries__ 75 621. 0 4 9 .4 23 67. 6 7 22. 2 19 115. 3 2 2 .8 9 22. 1

Manufacturing______ 66 590.9 2 4. 5 14 3 4 .4 5 15.8 5 24. 0 2 2. 8 5 15 .4

Ordnance and a c -
cessories - - 1 2. 6 - - - - - _ - - _ -

Food and kindred
products 5 6 .4 1 1. 9 2 5. 5 1 5. 0 3 21. 0 _ _ _ -

Tobacco m anufac-
tures__________________ - - - - - - - - _ - - - - -

Textile m ill prod-
ucts _ _ _ _ _ _ 4 10. 8 1 1. 5 _ _ _ _

Apparel and other
finished products____ - - - - - - - - - - - - - -

Lumber and wood
products, except
furniture______________ - - - - - - - - - - - _ _ -

Furniture and
fixtures_______________ 1 1. 4 - - - - - - - - - - - -

Paper and allied
products______________ - - - - 1 1. 4 - - 1 1. 5 - - - -

Printing, publishing,
and allied indus-
tr ie s __________________ 1 1. 1 - - - - - - - - - - - -

Chemicals and allied
products 1 3. 5 - - - - - - - - - _ _ -

Petroleum refining
and related indus­
tries __________________ - - - - - - - - - - - - - -

Rubber and m isc e l­
laneous plastics
products______________ - - - - 1 1. 1 - - - - - - - -

Leather and leather
products - - - - - - - - - - - - - -

Stone, clay, and
glass products 1 1 .4 - - - - - - - - - - - -

Prim ary metal
industries 43 462. 1 _ _ 3 10. 0 - - - _ _ - 1 1. 2

Fabricated metal
products 7 17. 1 - - 1 2 .4 - - - - - - - -

Machinery, except
electrical - _ - - 2 2. 2 - - - - 1 1. 3 - -

Electrical machinery,
equipment, and
supplies 5 93. 7 - - 3 5. 8 - - - - 1 1. 5 1 1. 1

Transportation
equipment 2 4. 5 - - - - - - - - - - 2 11. 5

Instruments and r e ­
lated products_______ - - - - - - - - - - - - 1 1. 7

Miscellaneous manu­
facturing industries — " - - 1 6. 0 - - - - - " -

Nonmanufacturing— 9 30. 1 2 4 .9 9 33. 3 2 6 .4 14 9 1 .3 _ _ 4 6. 7

Mining, crude petro­
leum, and natural
gas production_______ 4 10. 8 2 4 .9 - - - - - _ - - _ -

Transportation 2 . 2 2. 6 - - - - 1 5. 2 - - - - 1 1. 6
Communications „ 3 16. 7 _ _ 1 1. 1 - _ 9 66 .8 _ _ 2 2. 7
Utilities: Electric

and gas______ —_____— _ - - - 1 1. 1 - - 2 4 .8 _ _ _ -
Wholesale trade — - - - - _ - - _ - _ - - _ _
Retail trad e.............., . - - - - 1 1. 0 1 1. 2 2 12.0 - - 1 2. 5
Hotels and r e s ­

taurants - - - _ 1 1. 5 - - - _ - - _ -
Services .................... ...  ._ _ _ - _ 5 28. 6 _ _ 1 7. 7 _ _ _

Construction - _ - _ - _ - - _ _ _ _ _ _

Miscellaneous non­
manufacturing indus­
tries .... , __ ..... “ “ “ - “ ~ “ “ " “ " “ " ”

1 Includes 2 agreements in which the minimum service requirement is 1 month, and 13 in which it is 3 months.
2 Excludes railroad and airline industries.
3 The minimum length of service in 1 provision is 8 years; 2— 10 years; 3— 15 years; and 1— 20 years.
4 In 1 the minimum length of service varies with date that the worker1 s seniority began, and in the other the m ini­

mum length of service required varies with age and sex.

N O T E : B ecau se  of rounding, sum s o f ind ividual item s m ay not equal to ta ls .
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Chapter IV. Amount of Benefits

In almost all plans, severance and layoff benefits increased with length 
of service. Of the 377 plans studied, only 23 had a different basis of payment; 
15 graduated their payments according to other factors (e.g. , reason for sepa­
ration, age) and 8 provided the same number of weeks of pay to all eligible 
workers (table 7).

Service-graduated plans increased benefits according to length of service 
by a fixed amount— for instance, 1 weekfs pay for each year of service— or, more 
commonly, the unit of payment varied at different service levels. In the latter 
case, the plans favored either the low-seniority workers or high-seniority workers.

Proportionately larger payments went to low-seniority workers where 
allowances increased at a decreasing rate; that is, additional years of service 
did not earn a proportionately higher benefit. This type of provision was found 
in the primary metal industries, for example, where maximum benefits were 
attained after 10 years of service. Significantly, the Steelworkers agreement 
provisions on interplant transfers in major multiplant units, found elsewhere in 
the contract, granted wider transfer rights to workers having 10 years or more 
of service:

Section 3. Scale of Allowance. An eligible individual shall receive severance allowance 
based upon the following weeks for the corresponding continuous company service:

Continuous company service Weeks of severance
(years) allowance

4 
6
7
8 (136)

#  *  *

Length of continuous service Duration o f
with employer severance pay

(years) (weeks)

3 but less than 5 --------------------------------------------------------------------------------- 4
5 but less than 7 ---------------------------------------------------------------------------------  6
7 but less than 1 0 -------------------------------------------------------------------------------  8
10 but less than 1 5 ----------------------------------------------------------------------  10
15 or m ore ------------------------------------------------------------------------------------- 13 (137)

When the rate of allowance increased with the length of service, usually 
by grouped years of service, there was an implied recognition that long-service 
employees had accrued seniority rights whose loss called for extra compensation. 
Frequently, this variation provided allowances at the rate of 1 week for each 
year in a low service interval, as defined; 2 weeks for each year in an inter­
mediate interval; and 3 weeks for each year in the highest group. These plans

3 but less than 5 - 
5 but less than 7 ■ 
7 but less than 10 
10 or m ore ---------

39
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differed in the number of years included in each service group (i. e. , 1 to 5 years 
1 to 7 years, or 1 to 10 years) and in the provisions for maximum benefits

Section 4. Any regular employee who is laid off under the provisions o f this article shall 
receive a termination allowance computed on the employee's basic weekly wage rate as follows:

Completed years o f net
credited service Allowance

1 - 5  inclusive --------------------------------- - 1 week's pay for each completed year.
6 - 1 4  in c lu s iv e ---------------------------— 5 weeks' pay plus 2 weeks' pay for each

completed year after the 5th year.
15 or more — ----------------- -—--------- — -  23 weeks' pay plus 3 weeks' pay for

each completed year after the 14th year.

In no event shall a termination allowance exceed 52 weeks' pay. (138)

*  *  %

Years o f continuous service Weeks o f pay

1 -------- --------------- ---------- ---------- --------------------------  1
2 ------------------------------------------- --------------- - -----------------------------------------------------------------  2
3  ......       3
4  -------------------      4
5  ------------      5
6  ........................................................... 6
7  ----------------------------    7
8  ------------------------------------ ------  8
9  -----------------------    9
1 0  ------------------------------------------  10

11 through 20 years, add to 10, 1 -3 /4  week's pay for each 
year o f continuous service above 10  years.

21 years and over, add to 27-1 /2 , 2 weeks' pay for each 
year o f continuous service above 20 years. (139)

*  *  *

Section 2. Each regular full-time employee laid off under the provisions o f this article with 
1 year or more o f net credited service, shall, in addition to any vacation payments to which he may 
be entitled, receive a layoff allowance in accordance with the following:

Completed net
credited service Weeks' basic pay 1

1 year — --------------- -— 1
2 yea rs ----------------------  2
3 yea rs-------- -------------  3
4 yea rs ----------------------- 4
5 years — ---------   5
5 years, 6 months-----  6
6 yea rs----------------------  7
6 years, 6 months-----  8
7 y ears----------------------  9
7 years, 6 months-----  10
8 y ea rs----------------------  11
8 years, 6 months-----  12
9 y ears----------------------- 13
9 years, 6 months-----  14
10 yea rs --------------------- 15

Completed net
credited service Weeks' basic pay

10 years, 4 months--- 16
10 years, 8 months---  17
11 y ears---------------------------  18
11 years, 4 months--- 19
11 years, 8 months---  20
12 y e a rs ---------------------------  21
12 years, 4 months--- 22
12 years, 8 months — -  23
13 years — ------------------------ 24
13 years, 4 months--- 25
13 years, 8 months---  26
14 yea rs ---------------------------  27
14 years, 4 months--- 28
14 years, 8 months - — 29
15 years --------------------------- 30 (140)
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A layoff allowance, in accordance with the following shall be paid to any employee laid off.

Term o f employment Layoff allowance Term of employment Layoff allowance
at date o f layoff number o f at date o f layoff number o f

(years) weeks' pay (years) weeks' pay

Less than 1 — — — — . 8 --------------------------------- 9
1 ---------------------------------- ------ 1 9 --------------------------------- 11
2 ---------------------------------- ------ 2 1 0 ------------------------------- 13
3 ---------------------------------- 1 1 ------------------------------- 15
4 ---------------------------------- 1 2 ------------------------------- 17
5 ______ _______ _______ 1 3 ______ ________ 19
6 ---------------------------------- 1 4 ------------------------------- 21
7 r-r 1 5 ------------------------------- 24

Three weeks' additional pay for each full year o f term of employment in excess o f 15. (141)

The Detroit Edison Co. plan coupled the proportionately high rate of 
benefits for low-seniority workers, who were more likely to be separated, with 
a steadily increasing rate for intermediate and long service workers:

An employee who is laid o ff in a reduction of force shall receive a layoff allowance in 
accordance with the following table:

Layoff allowance
Accumulated service (weeks)

6 months
1 year -
2 years -
3 years -
4 yeais -
5 years -

2
4
6
8
9

10

Two weeks for each additional full year over 5, up to and including 15 years' servicej 3 weeks 
for each additional full year over 15 years, up to and including 20 years' service j and 4 weeks for 
each additional full year over 20 years' service . . . (142)

A significant number of plans (111) granted allowances based on a fixed 
amount per unit of service. Usually these provided 1 week’s pay for each year 
of service. Some of these plans did not have maximum benefits:

The severance pay shall equal 40 hours' pay at his regular rate o f pay for each full year of 
service with the employer. . . .  (143)

*  *  *

. . .  An employee directly affected by plant relocation who does not exercise his seniority 
rights, may at the time o f his displacement waive all reemployment rights and in lieu thereof accept
severance pay as follows:

Years' service Weeks' pay

Less than 2 — -------- —-------- - 0
2 and less than 3 --------------- - 2
3 and less than 4 ————— 3
4 and less than 5 -------- — - — 4
5 and less than 6 ----------— — 5
6 and less than 7 — — — — — 6
7 and less than 8 — — — — — 7
8 and less than 9 —   — — 8

^This illustration is reproduced

Years' service Weeks'

9 and less than 10 - — —
10 and less than 11 —
11 and less than 12 ------- 11
12 and less than 13 — 12
13 and less than 14 — —
14 and less than 15 - — — 14
15 and less than 1 6 -------
16 or over --------- --------

its entirety in appendix A7 J (144)
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Severance allowance for eligible employees who are permanently laid off shall be based 
upon length of continuous service with the company. An eligible employee who has completed 1 full 
year o f continuous service shall receive a severance allowance of 1 week's pay (40 hours) at his clas­
sified straight-time rate. For each additional year of continuous service an eligible employee will re­
ceive 1 week's pay (40 hours) at his straight-time classified rate up to a maximum of 20 weeks, but 
limited to a maximum payment of $2,000 to any one individual. (145)

In 15 plans, payments varied according to factors other than length of 
service or length of service alone. In some plans, the reasons for separation 
determined which of two payment schedules would be applicable. For example, 
separation because of layoff or retirement provided a higher benefit schedule than 
separation for inability to do the job; separation because of technological change 
meant a greater allowance than separation because of layoff or physical disability.

Termination allowances due /because of layoff or retirement without a pension/ shall be . . . 
in accordance with the following:

Completed net Number
credited service week's pay

6 months------------------- ----------  1
1 y e a r ---------------------------------  2
2 y ea rs -------------------------------  3
3 y e a rs -------------------------------  3 -1 /2
4 years ------------------------------  4
5 y ea rs-----------------   — 6
6 y e a rs ------------    — 8
7 y ea rs-------------------------------  10
8 y ea rs ---------------------------- — 12
9 y ea rs ------—---------—------ 16
10 years — --------------- -— — 18

Completed net Number
credited service week's pay

11 y ea rs -------------------    21
12 y ea rs ---------------------------- 24
13 y ea rs ---------------------------- 27
14 yea rs ---------------------------- 30
15 y ea rs --------------------------   33
16 years — --------------- -—— 36
1 7 y ea rs ------------------------  39
18 years  --------------------- — 42
19 years — -----      46
20 y ea rs ---------------------------- 50
Additional weeks' pay for each year over 20

Termination allowance due /as an inducement to resign because of inability or unadaptability 
to perform properly the duties of the job, or because o f dismissal except for poor conduct, or because 
of not being offered work after leave o f absence/ . . . shall be in accordance with the following:

Completed net Number
credited service week's pay

6 months--------------------------     0
1 year — ------ — ---------------------    1
2 y ea rs---------------------------     2
3 y ea rs ------------------------------------- 3
4 years — ----------------------------   4
5 years — ------------   — 5
6 years — -------------------------------  6
7 years — — — ------------ — —  7
8 years — ---------------------------------  8
9 years --------------------   — 9
10 y ea rs ------ —-------------—  11

Completed net Number
credited service week's pay

11 years — — — — — —- - - -  13
12 y ea rs ---------------------------- 15
13 y ea rs ------------------------  — 1 7
14 years ------------- -----— —  19
15 y ea rs ----------------------  22
16 y ea rs ------------------------  — 25
17 y ea rs ---------------------------- 28
18 years — -----------------------  31
19 y ea rs ---------------------------- 35
20 years ------------------ -— — 39
Additional weeks' pay for each year over 20

/This illustration is reproduced in its entirety in appendix A j (146)
*  *  *

Termination Pay. Effective July 21, 1961, present termination pay for employees who are 
laid off or who resign because of physical or mental inability to perform the job or who are laid off 
for reduction of force other than conversion of elevators to automatic operation shall be modified to 
provide for increased pay for years of service in the building as follows:

5 to 10 years -  1 week 15 to 17 years -  4 weeks
10 to 12 years -  2 weeks 17 to 20 years -  5 weeks
12 to 15 years -  3 weeks 20 years or more -  6 weeks

Effective July 21, 1961, also, employees who are laid off because of conversion of elevators 
to automatic operation shall receive termination pay for years of service in the building as follows:

5 to 10 years -  2 weeks 
10 to 12 years -  4 weeks 
12 to 15 years -  5 weeks 
15 to 17 years -  6 weeks

17 to 20 years -  7 weeks 
20  to 22 years -  8 weeks 
22 to 25 years -  9 weeks 
25 years or more -  10 weeks (147)
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Benefits also differed according to the age of the separated worker or 
his method of pay:

Section D: Separation pay schedule:

Years o f service

1 2 3 4 5 10 15 20 25 30
to to to to to to to to to to 35

Age 2 3 4 5 9 14 19 24 29 34 plus

1 8 -------- ----------- 1 2 3
1 9 ------------------- 1 2 3 4
20-24 ------------- 1 2 3 4 5
25-29 ------------- 1 2 3 4 5 8
30-34 ------------- 2 3 4 5 8 10
35-39 ------------- 1 2 3 4 5 8 10 12
40-44 ------------- 2 3 4 5 6 8 10 12 15
45-49 --------------— 2 3 4 5 6 8 10 12 15 18
50-54 -------------- 2 3 4 5 6 8 10 12 15 18 24
5 5 -5 9  -------------- 2 3 4 5 6 8 10 12 20 22 24
60-65 -------------- 2 3 4 5 6 8 10 12 20 22 24

Above figures indicate number of weeks of separation pay to which employees in various age 
and years of service groups are entitled. (148)

*  *  *
(a) Hourly paid employees:

One-half day's pay for each full month of continuous service. Maximum of 60 days' pay 
is allowed. A day's pay shall be computed on the basis o f 8 hours at the employee's 
base rate.

(b) Salaried employees:

Three-fourth day's pay for each full month of continuous service. Maximum of 90 days' pay 
is allowed. For weekly salaried employees— a day's pay shall be computed on the basis of 
the normal basic weekly salary divided by 5. For monthly salaried employees— a day's pay 
shall be computed on the basis of 8 hours at the employee's equivalent hourly base rate.
The equivalent hourly base rate shall be the yearly salary divided by 2,080. (149)

Eight plans provided for no variations in benefits, once minimum service 
requirements had been met, other than differences determined by the wages of 
the individual wo rke r s :

Suspension and Merger Pay. In the event of merger, consolidation, or permanent suspension 
by any newspaper covered by this agreement all regular situation holders with 1 year or more of 
service as regular situation holders who by virtue o f the merger, consolidation, or permanent sus­
pension are deprived o f regular situations shall receive the case equivalent o f 3 weeks' (15 shifts) pay 
at their current rate in addition to any accumulated vacation credits or any other money due 
them. (150)

*  *  *

Severance Pay. 'Section 1. When reduction of work or other circumstances requires laying 
off employees through no fault of such employees, any such employees who have 1 year or more of 
continuous service with employer shall receive 2 weeks' advance notice o f such layoff and in addition 
thereto, 1 week's pay based on the regular straight-time rate of pay of the regular workweek then in 
effect. In the event employer does not give such employees the aforesaid 2 weeks' notice, such em­
ployees shall receive 2 weeks' severance pay based on the regular straight-time rate of pay of the 
regular workweek then in effect . . .  (151)

Levels of Benefits in Graduated Plans

Normally, the plans provided allowances computed in multiples of the 
weekly pay of individual workers. However, plans determining allowances in 
dollar amounts, as in extended layoff benefit plans, have become more common.
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Weeks of Pay. Both the minimum and maximum payments provided by 
the plans tended to relate to the corresponding years of service in the ratio of 
1 weekfs pay for 1 year of service, but variations from this practice were fre­
quent (tables 8 and 9). In the steel industry, for example, a minimum of 4 weeks 
of pay was provided for workers with 3 years of service, graduated up to a max­
imum of 8 weeks of pay for 10 years or more. While under most plans low- 
service workers could not expect more than a week or two of pay, the graduations 
upward for the most part rewarded longer years on a proportionate basis, if not 
exactly on a 1 week for 1 year basis. Only a small portion of the plans cut off 
payments at 4 weeks or less. About half of the plans set no maximum— i. e. , 
every year of service carried an increment in the separation compensation to 
which a displaced worker was entitled.

As a general rule, allowances tended to cluster at levels equivalent to 
1 week for each year of service for low-service workers (table 10). The range 
of payments progressively broadened with increased service. Except for the 
primary metal plans, with an 8-week maximum, plans falling below the ratio of 
1 week for each year of service at the higher levels were significantly fewer 
than plans allowing more liberal benefits. At 15, 20, and 25 years of service,
higher than proportionate allowances— up to 60 weeks at 15 and 20 years and up 
to 80 to 105 weeks at 25 years— were provided by almost a third of the plans. 
A few plans, however, paid only nominal benefits to workers with up to 25 years 
of service.

The correspondence between years of service and weeks of pay is fur­
ther illustrated in the average payments due workers at specific service points 
(table 11). Including plans providing no benefits at particular levels (an especially 
important factor at the 1-year level), average payments in all industries rose 
from 0.6 weeks of pay for 1 year of service to 31.8 weeks for 25 years. The 
extra reward for long service became particularly noticeable at the 15-year level. 
The marked variations in average levels among the selected industries shown in 
the table further demonstrate the absence of a uniform approach to compensating 
workers for the loss of jobs.

An increase in the average benefit payments in recent years is reflected 
in the following comparison of data from this 1963 study and the Bureau*s 1955-56 
study:

Average amount 
(weeks of pay)

Years of service

1 _
5 -
10
15
20
25

1963 1955 -56

0 .6 0 .8
5.2 4 .6

11.0 10.0
17.4 16.4
24.7 2 4 .0
31 .8 30 .7

Dollar Payments. Most provisions specifying payments in dollar amounts 
rather than in weeks of pay established a fixed sum which would be paid for each 
year of service. These amounts ranged from $25 up to $ 130, but most clustered 
at $50 and $75, reflecting the practice in the aerospace industry:

Severance pay shall be payable at the rate of $25 for each full year of service . . . (152)
*  *

The company shall be liable . . . under the collective bargaining agreement of Novem­
ber 5, 1962, to pay a benefit o f $75 for each full year of service up to a maximum of $750 per 
eligible employee, « , . (153)
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If an employee with 3 years or more o f  continuous service is laid off because o f equipment 
or methods changes . . .  he shall be entitled to severance pay equal to $130 for each full year of 
employment— partial years in proportion . . . (154)

Less frequently, benefits for long-service employees were increased by 
raising dollar amounts. In one case, those with more than 20 years' service 
received greater yearly increments than those with more than 10:

Length of continuous service as o f layoff date
(years) Dollars of benefits

1 but less than 3—---- -——-------------- — ---------——«--------------  $200
3 but less than 5-------—— -------------------- —--------———--------  300
5 but less than 1 5 ---- ———— — ——- ——— —————— 400
15 but less than 25 --—---- -—- —--------------— ----------- --------- 800
Over 25 -------——- —- —— ---------------------------- ——- ——  1,200

Layoff benefits will be the total number of dollars accrued in the above schedule . . • (155)

*  *  *
/Upon plant relocation/ • • • each employee • . • shall . . .  be entitled to a severance 

award in accordance with the following tabulation:

Total accumulated service 
(years)

5 but less than 10 — - — ---------- $45 for each full year o f service
10 but less than 2 0 ------ ------— $450 plus $55 for each full year over 10 years
20 or m ore— ------------ -—--------  $1,000 plus $65 for each full year over 20 years

(156)

Dollar payments generally were payable to workers having a minimum 
of 1 year of service (table 8). Twelve of the 38 agreements providing for this 
method of payment set a maximum at 10 years, and 13 established no maxi- 
mums (table 9).

Percent of Earnings. Provisions designating payments on a percentage 
of earnings basis were uncommon. In six plans, based on this method either 
a flat percentage was applied to earnings for a given time period (such as the 
last period of unbroken employment) or else the percentage decreased with years 
of service:

A laid-off employee entitled to severance pay will be paid 1 percent o f his total earning? 
for the last full period o f unbroken employment. . . .  (157)

*  *  *
37.2 Termination allowances granted . . .  to employees displaced by technological 

change . • • will be computed as follows:

Percentage 
o f  gross

Continuous service earning?

Months up to 12 immediately preceding the effective date o f 5
termination — — — — — — — — — — — — — — — —

Months over 12 up to 24 preceding the effective date o f
termination ------ -— — ---------- --------— — —  ------------------- 3

Months over 24 up to 36 preceding the effective date of
termination — — — — — — — — — — — — — —  2

Months over 36 up to 120 preceding the effective date o f
termination — — — — — — — ------------------------ ------— ---------- - 1 (158)

Miscellaneous Payment Practices
Occasionally plans adopted practices pertaining to payment levels which, 

in effect, were tailored to specific problems in individual collective bargaining
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situations. These generally were grouped into practices (1) establishing guar­
antees of payment, (2) permitting additions to benefit levels, (3) authorizing de­
ductions from benefits, and (4) setting amounts higher than regular payment 
schedules for a variety of reasons.

Under certain circumstances, separated workers required a specific 
assurance that allowances would be paid to them. For instance, a laid-off worker 
might take a job with the same company, but outside the bargaining unit, in order 
to maintain income, only to be subsequently laid off. In the following clause, 
his eligibility for severance pay was established by a guarantee:

A la id -off worker may accept employment outside the bargaining unit and . . .  if, after 
commencing such employment outside said bargaining unit the individual is subsequently laid off or 
terminated from such employment for any reason, then 31 days after such subsequent layoff or termi­
nation such individual shall be given severance pay in an amount equal to the amount o f severance 
pay he would have received pursuant to this agreement had he not been employed outside o f said 
bargaining unit, less the aggregate amount o f severance pay or termination pay to which he may be 
entitled under any agreement which the employer may have with any bargaining agent other than 
the union. (159)

Although the plans usually set forth a schedule of benefits in weeks of 
pay for given years of service, they were not necessarily fixed; that is, additions 
to or deductions from allowances were sometimes permitted. In the first illus­
tration, added allowances were to be determined unilaterally by management, and 
in the second, the special schedule was already agreed upon by the parties:

. . . Where an employee has more than 15 years of net credited service, /the7~ company 
may, in its discretion, make payments in addition to those provided; such additional payments to be 
determined by /ftie j company on an individual basis. It is understood the company may, in its 
discretion, pay a layoff allowance in any o f the above situations in an amount greater than that 
provided herein. (160)

*  *  *

. . . The company recognizes that employment o f individuals covered under the engineering 
agreement, who have attained long years of service, may be affected by the new methods of oper­
ation. To this end it is agreed that a special severance allowance will be paid to technical em­
ployees covered by the engineering agreement, having 5 years or more o f unit seniority, who are 
laid off due to reduction in force, as follows:

Amount o f special
Years o f unit seniority severance allowance

5 - 6 --------
6 -  7 ---------
7 - 8 --------
8 -  9 --------
9 -  1 0 ------
10  and over

$500
600
700
800
900

1,000

Such special severance allowance shall be in addition to the severance pay provided for in 
section 15.1 o f the master agreement, . . . (161)

Benefits might be reduced under a variety of circumstances. In extended 
layoff benefit plans, for example, if the amount of allowance exceeded the com­
pany's liability, then the benefit level could be reduced proportionately, and the 
remainder paid to the worker at a later date, should he still be unemployed. 
Other funded plans, as illustrated in chapter VI, similarly reduced or deferred 
payments if the fund's position reached low levels.

Payments could also be reduced by the amount of other payments made 
to workers either arising out of contractual obligations or as a result of govern­
mental obligations. As noted previously, in Steelworkers agreements, both in 
the primary metals and captive mines, for example, any governmental payments 
except unemployment compensation were deducted, as were SUB benefits under 
specified circumstances:
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Section 5. Nonduplication of Allowance

Severance allowance shall not be duplicated for the same severance, whether the other 
obligation arises by reason o f contract, law, or otherwise. If an individual is or shall become en­
titled to any discharge, liquidation, severance, or dismissal allowance or payment o f similar kind by 
reason of any law o f the United States of America or any o f the States, districts, or territories thereof 
subject to its jurisdiction, the total amount o f such payment shall be deducted from the severance 
allowance to which the individual may be entitled under this article, or any payment made by the 
company under this article may be offset against such payments. Statutory unemployment compensation 
payments shall be excluded from the nonduplication provisions of this section. . . .

Section 6 . Election Concerning Layoff Status

Notwithstanding any other provision o f this agreement an employee who would otherwise 
have been terminated in accordance with the applicable provisions of this agreement . . . may, at 
such time, elect to be placed on layoff status . . . /and later/ he may elect to be terminated and 
receive severance allowance if he is eligible for such allowance. (Any supplemental unemployment 
benefit payment received by him for any period after the beginning o f such 30-day period shall be 
deducted from any such severance allowance to which he would have been otherwise eligible at the 
beginning o f such 30-day period. ) (162)

Different severance schedules may appear within the same plan to be 
applied under differing circumstances. There were, for instance, plans that 
varied benefits with the reason for separation. Others offered different sched­
ules according to eligibility for other contract benefits:

The foregoing /severance pay j schedule shall not apply to employees who are entitled to 
receive and retain both separation pay and technological adjustment /p a y / • • • Such employees 
shall be entitled to receive /Iowejr/ separation pay /as computed in the previous contract/ . . . (163)

On occasion, provision might also be made for part-time employees, in 
which case benefits were usually proportionate to the number of hours that an 
employee worked during the week:

Termination allowance for part-time employees will be computed according to the repre­
sentative normal workweek for each such employee. (164)

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



48

Table 7. Basis of Payments in Severance Pay and Layoff Benefit Plans in Major Collective 
Bargaining Agreem ents, by Industry, 1963

(Workers in thousands)

Industry
Total plans

Graduated payments
Same scale 

for all eligible 
workers

Total with 
graduated 
payments

Fixed amount 
per unit of 

service

Varied amount 
per unit of 

service

Amount varies 
with other 
factors 1

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g ree­
ments

W ork­
ers

A g re e ­
ments

W ork­
ers

A ll industries_____________ 377 1,794. 3 369 1,776. 5 111 416. 2 243 1,239. 1 15 121. 3 8 17. 8

Manufacturing ____  _______ 243 1,140 .7 237 1,125. 0 88 351. 5 144 751. 7 5 21. 8 6 15. 7

Ordnance and a ccessories . 10 38. 6 10 38. 6 8 34. 4 2 4. 2 _ _ .
Food and kindred products_____ 33 113. 7 32 108. 7 12 23. 4 18 67. 3 2 18. 0 1 5. 0
Tobacco manufactures__  ______ - - - - - - - - - - - -
Textile m ill products 8 17. 3 8 17. 3 7 16. 3 1 1. 0 - - - -
Apparel and other finished

products_________________________ - - - - - - - - - - - -
Lumber and wood products,

except furniture________________ - - - - - - - - - - - -
Furniture and fixtures__________ 1 1 .4 1 1. 4 - - 1 1. 4 - - - -
Paper and allied products______ 10 24. 1 10 24. 1 8 2 1 .4 2 2. 7 - - - -
Printing, publishing, and

allied industries _ __ 6 10. 9 4 5. 9 1 2. 1 3 3. 8 - - 2 5. 0
Chemicals and allied

products______________ _______ 33 57. 2 33 57. 2 18 33. 9 14 22. 1 1 1. 2 - -
Petroleum refining and

related industries______________ 5 20. 4 5 2 0 .4 2 11. 5 3 9. 0 - - - -
Rubber and m iscellaneous

plastics products 1 1. 1 1 1. 1 - - 1 1. 1 - - - -
Leather and leather

products 3 3. 6 3 3. 6 2 2 .4 1 1. 2 - - - -
Stone, clay, and glass

products 1 1. 4 1 1 .4 - - 1 1 .4 - - - -
Prim ary metal industries______ 52 479. 7 52 479. 7 6 26. 1 46 453. 6 - - - -
Fabricated m etal products __ 8 19. 5 8 19.5 - - 8 19. 5 - - - -
Machinery, except

electrical 9 11.6 9 11.6 1 1. 3 8 10. 3 - - - -
Electrical machinery,

equipment, and supplies______ 32 206. 2 32 206. 2 8 90. 4 24 115. 9 - - - -
Transportation equipment__. __ 21 113. 1 19 109. 0 12 83. 0 7 26. 0 - - 2 4. 1
Instruments and related

products 9 15. 3 8 13. 6 3 5. 5 3 5. 5 2 2. 6 1 1. 7
Miscellaneous manufacturing

industries 1 6. 0 1 6 .0 - - 1 6. 0 " " -

Nonmanufacturing _ 134 653. 7 132 651. 6 23 64. 7 99 4 8 7 .4 10 9 9 .5 2 2. 1

Mining, crude petroleum, and
natural gas production________ 7 16. 7 7 16. 7 1 1. o 6 15. 7 - - - -

Transportation2. .  _ __  ____ 7 18. 6 7 18. 6 4 14. 6 3 4. 0 - - - -
Communications 76 496. 5 76 496. 5 6 21. 5 68 418. 2 2 56 .8 - -
Utilities: Electric and gas_____ 18 44. 2 17 43. 1 7 19.7 6 9 .4 4 14. 0 1 1. 1
Wholesale trade 1 1.0 _ - - - _ - - - 1 1. 0
Retail trade .. .. 8 24. 3 8 24. 3 4 5 .8 3 14. 0 1 4. 5 - -
Hotftls and restau ran ts 2 3. 5 2 3. 5 - - 2 3. 5 - - - -
Services 13 46. 1 13 46. 1 1 2. 2 9 19.7 3 24. 2 - -
Construction _ - _ - _ - _ - _ - _ _
Miscellaneous non­

manufacturing industries_____ 2 2 .9 2 2 .9 " 2 2 .9 " “ "

1 In 10 agreements amounts vary by reason for separation, in 3 by age 
reason for separation.

2 Excludes railroad and airline industries.

in 1 by occupation, and in 1 by age and

NOTE: Because of rounding, sums of individual items may not equal totals,
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T a ble  8. M in im um  B enefit Paym ents fo r  S e lected  Y ea rs  o f S e rv ice , U nder G raduated P lan s,
M a jor  C o lle c tiv e  B argain ing A g reem en ts , 1963

Service requirement 1

Total graduated plans —

Length of service:
6 months--------------------------------
1 y e a r ------------------------------------

3 yea rs-----------------------------------
4 yea rs-----------------------------------
5 yea rs-----------------------------------
10 y e a r s --------------------------------
15 y e a r s --------------------------------
20 y e a r s --------------------------------

Service requirement 
not sta te d --------------------------------

Total graduated p la n s -----

Length of service:
6 months-----------------------------------
1 y e a r ---------------------------------------
2 years--------------------------------------
3 yea rs-------------------------------------
4 yea rs-------------------------------------
5 years-------------------------------------
10 y e a r s -----------------------------------
15 years -----------------------------------
20 y e a r s -----------------------------------

Service requirement not stated

A gree­
ments
with
grad­
uated
pay­

ments

Minimum payments

Less
than

1
week

1
week

2
weeks

3
weeks

4
weeks

5
weeks

10
weeks

369

70
161

27
75

5
23

3
3
1

1

62

15
3

43
115

11
4
1
3

6
5

11

1
1

1
13

1
2

54
3
2

Minimum payments— Continued

15
weeks

Dollar 
amount s

27
1
2

7

1

Percent
of

earnings

Amount
varies

with
reason

for
separation

8

No pro­
vision 

for
amount

of
payment

1 Plans which could not be classified according to minimum length of service eligibility requirements (table 6), are, 
where possible, accounted for in this table. Hence, for some of the specified years of service, the numbers of agreements 
do not correspond to the numbers shown in table 6.
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T a b le  9. M axim um  B enefit P aym en ts fo r  S e lected  Y ea rs  o f S e rv ice , U nder G raduated P lan s ,
M a jor  C o lle c tiv e  B argain ing A g reem en ts , 1963

Service requirement

A g ree­
ments
with

grad­
uated
pay­

ments

Maximum payment

1
week

2
weeks

3
weeks

4
weeks

5
weeks

6
weeks

7
weeks

8
weeks

10
weeks

12-18 
weeks 1

Total graduated 
plans---------------------

Length of service:
6 months-----------------------
1 year ---------------------------
2 yea rs-------------------------
3 years-------------------------
4 yea rs-------------------------
5 years-------------------------
10 y e a r s -----------------------
15 y e a r s -----------------------
20 y e a r s -----------------------
25 years -----------------------
Over 25 yea rs-------------

No maximum specified—  
Other ---------------------------------

369

2
5
1
1
3
5

90
21
19
18
17

182
5

Total graduated plans'

Length of service:
6 months----------------------------
1 y e a r ---------------------------------
2 yea rs-------------------------------
3 yea rs-------------------------------
4 yea rs-------------------------------
5 yea rs-------------------------------
10 y e a r s ----------------------------
15 y e a r s ----------------------------
20 years ----------------------------

Over 25 yea rs-------------------
No maximum specified--------

66

61
2
1
2

Maximum payment— Continued

20
weeks

24-41  
weeks ‘

48-88
weeks1 2 3 4

105
w eek s'

Dollar
amounts

12
5
1
2
2

13
3

Percent
of

earnings

Amount
varies

with
reason

for
separation

8

No m axi­
mum 

specified

164

164

Other

No pro­
vision  

for
amount

of
payment

1 Includes at 15 years of service, 2 agreements paying 12 weeks of pay, 3 paying 13 weeks, and 2 paying 15 weeks; and 
at 25 years of service— 2 provisions allowing 12 weeks, and 1 each allowing 14 weeks, 16 weeks, and 18 weeks of pay.

2 Includes at 20 years of service, 1 provision allowing 30 weeks of pay and 2 allowing 39 weeks; 2 provide 25 weeks 
for 25 years; 2 provide 24 weeks, after 35 years; and 1 pays 41 weeks after 40 years.

3 Includes 1 agreement giving 41 weeks of pay after 21 years; 4 giving 52 weeks after 25 years; 2 granting 30 weeks 
after 29V2 years and 1 after 30 years; 3 other provisions allow 88 weeks of pay after 29 years.

4 After 35 years.
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T a b le  10. Am ount o f  B en efits  P rov id ed  A fte r  S e le cted  P e r io d s  o f S e rv ice
in G raduated P la n s , M a jor  C o lle c tiv e  B argain ing A g re e m e n ts , 1963

Amount of benefit 
(number of weeks' pay) 6 months 1 year 2 years 3 years 4 years 5 years 10 years 15 years 20 years 25 years

Total graduated plans 
providing benefit r „ „ 73 232 261 334 339 362 365 368 369 368

None _____ ___  __  _ __ 296 137 108 35 30 7 4 1 h
Less than 1 15 4 2 4 2 - - - _ -

1 _ _______ 43 154 35 17 13 11 1 1 1 1
2 .................................... ............. 6 24 153 37 35 29 17 10 9 9
3 _ _ _ _ _ _ _ _ 1 4 13 151 13 18 5 9 8 6
4 _ _____ _____  . . . .  ... . — - 4 6 69 207 14 17 5 7 8
5 ____ . _ _____  _ _ _ _ 5 1 13 128 13 3 3 4
6 _____________  _______________  __ _ _ 1 4 1 90 4 8 2 2
7 _ ____ _ __ .... - _ _ 4 1 2 3 15 3 1
8 ____________ ________________ __. _______ _ _ - 1 4 3 68 64 65 66
9 _ ..................................................................... - _ _ _ 3 1 1 3 12 _
10 _ _______ _ __________ _ _ _ - 1 6 77 6 12 11
1 1 hut less than 1 5 - - _ - - 3 30 12 7 21
15_______________________________________________ - - - - - - 31 59 3 1
16 but less than 20 _ _ . _ _ - _ _ - 17 15 6 2
20 __________________ ____ - _ - _ - - 19 2 53 12
21 hut less than 25„ _ _ ... - _ - - - _ 2 27 5 2
25 ............................... _ ............................. _ - - . - _ - - 1 44
26 but less than 30 ........ - - - - - - 1 14 13 2
30_ _ _ _ _ _ _  _ __ _ _ _ _ _ _ _ - 15 3 3
31 hut less than 40 ----- _ _ _ _ - _ - 26 24 19
40 - _ _ - - - 1 14 5 -
41 but less than 50 - - - _ - - - - 23 3
50________________________________________________ - - - - - - - - 9 4
51 hut less than 60 - - - - - _ - - 19 35
60__________________ _ __________ ___ _ _ _ _ - _ - 1 14 3
65_____ ____________________________________ _ - - _ - _ - - _ 3
70 _______  _________________________ _ _ _ - - - - - - 9
71 but less than 80 ............ . _ _ - _ - _ - _ _ 21
80 to 105 _ ..... . . _ ....  __ _ - - - - - - - 1 14
Other 2-------------------------------------------------------------- 8 42 46 46 46 57 58 59 61 62

1 1 agreement provided no payment to workers having 25 years or more of service.
2 Includes agreements establishing the principle of graduated payments without specifying the amounts to be paid, pro­

visions in which payments vary by reason for separation or age, and those in which payments are not computable to weeks 
of service, such as payments stated in dollar amounts or as percentages of earnings.

Table 11. Average Payments Provided by Severance Pay and Layoff Benefit Plans in Major 
Collective Bargaining Agreem ents After Selected Periods of Service, by Industry, 1 1963

(Workers in thousands)
Selected graduated plans Average in weeks 2 of pay after service of----

Agreem ents Workers 1 year 3 5 years 3 10 years 3 15 years 20 years 25 years

All industries 307 1,474 . 5 0. 6 5. 2 11. 0 17. 4 24. 7 31. 8

Manufacturing 4 194 943. 3 0c 3 5. 1 8 .4 11. 1 13.9 16. 5

Food and kindred products_____ 29 89. 5 . 8 4. 6 9. 3 16. 5 23. 6 30. 5
Chemicals and allied

products________________________ 31 54. 1 .9 4. 6 9. 1 13. 7 18. 3 22. 2
Prim ary metal industries 50 477. 1 (5) 5. 9 8. 1 8. 2 8 .4 8. 5
Electrical machinery, equip­

ment, and supplies____________ 30 203. 5 .4 4. 3 9. 5 15. 6 23. 0 30. 4

Nonmanufacturing 4 113 531. 2 1. 1 5. 5 15 .4 28. 6 44. 0 59. 2

Communications 72 435. 7 1. 0 5. 5 16. 6 31. 7 49. 6 6 7 .4
Utilities: Electric and gas 13 33. 1 1. 3 6. 0 12. 1 18. 6 26. 0 31. 3

1 This table is based on 307 of the 377 plans studied; 18 did not contain adequate information for computation of above 
averages. Averages were computed by weighting each plan by number of workers covered.

2 5 days were counted as 1 week.
3 Plans providing no allowance after these periods of service were included in the computation of the average.
4 Includes industries not shown separately.
5 0 .2  week's pay; i. e. , less than 1 day's pay.

NOTE: Because of rounding, sums of individual items may not equal totals.
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Chapter V. Administrative Provisions

The plans in varying degrees established administrative rules regarding 
such matters as how the benefit is to be calculated; whether it is to be paid in 
a lump sum or in installments; and whether it is to be paid immediately or fol­
lowing a waiting period. Other problems arise if workers who have received 
severance pay are subsequently rehired: Are they required to return the bene­
fits received? Are they eligible for another allowance the next time they are 
separated?

Computing Severance Pay
Of the 377 plans studied, 330 defined the pay unit used in the computa­

tion of benefits (table 12). Those (47) not specifying a method of computation 
were largely plans providing benefits in dollar amounts rather than in weeks of 
pay. In 216 plans, the displaced worker's basic rate or regular rate was to be 
used in determining his allowances:

(b) Separation pay shall be computed at the employee's base hourly rate in effect on the 
last day the employee worked before going on layoff. (165)

*  >!< >,'«

(b) A week's wages for the purpose of this article shall be 40 hours at the employee's 
classified rate at the time of termination as described herein, excluding overtime payments. (166)

sb sb \b

Severance pay shall be calculated by multiplying an employee's accrued severance time, as 
defined in section 8 . 18 above by the employee's regular rate of pay at the time of layoff. (167)

Tailored to the needs of incentive and commission workers were those 
provisions basing calculations on average earnings or average straight-time earn­
ings over a period of time. These clauses often stipulated what was to be in­
cluded in the average:

Calculation of Separation Pay. (Separation) pay will be based on (the) employee's average 
earned rate per hour, including piecework and bonus plan earnings in the 12 -month period (preceding 
separation). (168)

sje >!< *

The severance allowance shall be based on the employee's average straight-time hourly earn­
ings (including applicable incentive earnings but excluding shift differentials, overtime premiums, 
seventh day worked premiums, holiday worked premiums, and Sunday worked premiums) during the 
first 8 weeks of the 13-week period immediately preceding the date of his severance. (169)
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Digitized for FRASER 
http://fraser.stlouisfed.org/ 
Federal Reserve Bank of St. Louis



54

Where collective bargaining units contained both hourly and incentive 
workers, different computing units were specified:

The amount of the retirement separation pay shall be 1 week's pay for each service year 
with a maximum of 20 weeks' pay.

A week's pay for an hourly worker shall be 40 times his hourly rate of pay, and for a piece 
or incentive worker it shall be 40 times his average straight-time hourly earnings, exclusive of over­
time for the social-security quarter next prior to the quarter in which he retires. (170) ZTTiis illus­
tration is reproduced in its entirety in appendix A 7J

-!< sfc

II. Separation Pay Calculations

(a) For employees who have had no wage incentive, shift premium, or special rate earn­
ings during the first 5 weeks of the 7 -week period preceding their separation.

Weekly separation pay equals actual hourly rate times 40 hours.

Actual hourly rate means the personnel record card rate effective the second Monday before 
the Monday of separation.

(b) For employees who have had wage incentive, shift premium, or special rate earnings 
during the first 5 weeks of the 7-week period preceding their separation.

Weekly separation pay equals actual hourly rate plus average hourly extra earnings (wage
incentive, shift premium, or special rates) times 40 hours.

Average hourly extra earnings are calculated by totaling the extra earnings for the first 
5 workweeks of the 7 weeks immediately preceding the individual's separation, eliminating overtime, 
and dividing by the straight-time hours worked.

(c) For printing department employees:

Weekly separation pay equals average hourly rate times 40 hours.

The average hourly rate is calculated by totaling the weekly earnings for the first 5 full 
workweeks of the 7 weeks immediately preceding the individual's separation, eliminating short hour 
weeks and overtime, and dividing by 200. (171)

Other units for computation were established in some plans, e. g. , the 
worker’s highest rate or salary during his term of employment;

3. Indemnity shall be based on the highest regular weekly salary received by the employee 
during his last continuous employment with the employer. (172)

or the worker's total earnings where compensation was calculated as a percentage 
of earnings;

A laid-off employee entitled to severance pay will be paid 1 percent of his total earnings 
for the last period of unbroken employment . . . (173)

or calculations varied according to reason for separation:
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(a) An hour's pay shall be the highest average straight-time hourly earnings paid to the em­
ployee in any one of the preceding 5 years. . . .

Employees having 10 years or more of service whose employment is terminated because of 
their physical inability, due to reasons other than those covered by the State Workmen's Compensation 
Act, to perform the duties of any established job in their department shall, if such termination occurs 
prior to the normal retirement age (65), be entitled to termination pay in addition to any other bene­
fits to which such employees may be entitled . . .

The hourly rate of pay shall be the base rate of the classification held at the date on which 
the employee last worked. (174)

Less than a fifth of the 377 plans studied specified that additional allow­
ances were to be included in calculating compensation (table 13L16 Among these, 
the addition of shift differentials was the most common practice.

A day's pay means a regular straight-time day's pay at the employee's base hourly rate 
(including night-shift bonus for persons working on the evening and night shifts) • . . (175)

*  *  *

A layoff allowance will be paid to an employee eligible therefor under this plan in accord­
ance with the following schedule. The amount payable will be calculated as follows:

(1) For a straight dayworker— at the straight-time hourly rate for the regularly scheduled 
workweek in effect at the time of the layoff, excluding overtime premium*

(2 ) For the shift worker— at the rate calculated as in (1) above plus the shift bonus in effect 
at the time of layoff on a fixed shift or the average shift bonus if on a rotating shift. (176)

Those plans adding cost-of-living allowances, however, covered more workers:

Each employee's/separation/ pay shall be computed on his average hourly earnings, as shown 
on his earnings record card for the month of March in the then current year . • . plus the lS^^-cent 
cost-of-living allowance . . . (177)

Bonuses, commissions, meal allowances, and overtime premiums were among 
the other items stipulated. Two provisions stated broadly that "any applicable 
premium payments in effect at the time of severance" would be included in cal­
culating the worker's benefits.

Most clauses established the time period to be used in calculating bene­
fits (table 14). For dayworkers, it was generally the rate of pay in effect just 
prior to dismissal. For incentive workers, average earnings were computed over 
a specified period ranging from one immediately preceding termination to those 
which extended back, sometimes, to 6 months:

l(> It is possible that some plans designating earnings included other allowances in this concept.
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Regular employees who are laid off due to lack of work shall be paid a layoff allowance 
determined as to amount by their net credited service and basic weekly wage rate at the time of 
leaving the service, . . .  (178)

>\< sj< >;<

Employees will receive /separation/ money determined by their average hourly earnings for 
the 4-week period preceding the last week worked (excluding overtime hours and all pay attributable 
to those hours) . . . (179)

Several agreements contained indeterminate time periods, particularly 
those providing a percent-of-earnings payment:

A laid-off employee entitled to severance pay will be paid 1 percent of his total earnings 
for the last full period of unbroken employment . . . (180)

In one plan, dismissal pay was computed using two different units for computa­
tion, each with a different time period. The computation which gave the greater 
benefits was to be applied:

The total amount of dismissal pay shall be computed on the basis of the employee's "dis­
missal hourly rate" (including shift component if classified on a shift job  for 12 months prior to date 
of layoff) as of the date of layoff or the average straight-time rate of pay which he has received for 
the 60-month period prior to date of layoff, whichever is greater. (181)

Lump-Sum and Installment Payments

Since the Bureau’s 1955—56 study, the proportion of plans specifying the 
method of payment has increased, and the proportion offering the possibility of 
installment payment have risen moderately.

Agreements specifying method of payment 

1955-56 ________1963

Method of payment Number Percent Number Percent

Total----------------------------- 266 - 377

Total specifying method
of payment---------------------------- 103 100.0 186 100.0

Lump sum only----------------------- 70 68.0 119 64.0
Installments only-------------------- 7 6.7 11 5.9
Either lump sum or

installment_________________ 18 17.5 56 30.1
Other------------------------------------- 8 7.8 - -

Designation of a lump-sum payment generally was simply stated:

Payment shall be made in a lump sum at the time of termination . . . (182)
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Installment payments could be divided into a number of equal parts or they could 
be paid out at regular payroll dates:

. . . One-half of his severance pay due will be paid after the employee has been laid off 
6 weeks. The second half of the severance pay due will be paid after the employee has been laid 
off 3 months. (183)

# *  *

The severance allowance shall be paid every 2 weeks on what would have been the em ­
ployee's normal pay date had he continued his employment. (184)

Among those offering a choice between lump-sum and installment pay­
ments, 18 plans gave the option to the separated worker (table 15), a practice 
of some frequency in meatpacking contracts. In the following example, unless 
the separated worker elected otherwise, his severance allowance of more than 
4 weeks' pay would be disbursed to him in weekly installments:

Amounts over a total of 4 weeks' pay: Weekly installments of full wages until the total
amount is exhausted. The employee, at his option, may elect to receive such amount in a shorter 
period of time or in one lump sum. (185)

In another agreement, failure to exercise the option by a given date resulted in 
a lump-sum payment:

Every . . . eligible employee may elect to receive severance pay in either of the follow ­
ing ways:

a. A lump sum, payable 6 months from date of layoff . . .

b. In monthly installments commencing 6 months from date of layoff. Each installment 
(except the last) shall be half the former employee's week*s pay times four and one-third . . .

Election of method of payment shall be on a form which the company shall send to the 
former employee . . .  If the company does not receive the completed form on or before the ex­
piration of 6 months from date of layoff, the former employee shall be considered to have elected 
to receive a lump sum. (186)

The choice between lump-sum and installment payments was the employ­
er's prerogative in 22 plans.

Management may elect to pay severance in a lump sum or in weekly installments. (187)

Once having made a determination to disburse by weekly installments, manage­
ment reserved the right to reverse itself and pay any balances in a lump sum 
in the following plan:

The amount of such allowance will be payable in cash at the time of separation or over a 
period not to exceed 60 months, beginning with 30 days of the date of separation. The company 
shall have the right to determine the method of payment and in making such determination will take 
into consideration the circumstances of each case. If installment payments are determined upon, the 
company reserves the right to cause all or any installments to be prepaid to any individual at any 
time it deems such action advisable. (188)
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Whether payments would be made in a lump sum or in installments de­
pended on other variables, such as the amount of pay, in 14 plans.

3. Method of Payment of Dismissal Pay. Employees eligible for dismissal pay and who elect 
to receive it shall be paid on the payday following date of layoff the amount of dismissal pay to 
which they may be eligible up to and including 325 hours, "computed at their dismissal hourly rate, " 
and thereafter on each subsequent payday the sum of 60 times their "dismissal hourly rate" until the 
total amount of dismissal pay for which they are eligible shall be exhausted, or until as vested em­
ployees they may become eligible for early retirement. (189) /This illustration is reproduced in 
its entirety in appendix A77

General Electric’s income extension aid provisions were more compli­
cated. An employee separated because of plant closing received benefits in a 
lump sum, but if he were laid off for any other reason and had exhausted his 
unemployment compensation but had not used his available money for training, 
he would receive installment payments until the end of 1 year and then the re­
mainder in a lump sum.

When Benefit Is Paid

Fewer than half of the plans explicitly stipulated exactly when separated 
workers would receive their allowances (table 16). Of 164 such provisions, 73 
required payment immediately upon separation. It is likely that most, if not all, 
of the 213 plans which contained no reference to waiting periods also paid bene­
fits immediately upon separation, particularly where lump-sum payments were 
specified.

Clauses calling for immediate payment frequently stated that its accept­
ance severed the employment relationship:

The severance pay shall be paid in a lump sum at the time of termination of employment 
and its payment shall cancel all of the employee^ seniority rights. (190)

The length of the waiting period often had a bearing on the difference 
between a temporary and an extended layoff. Of the 47 plans defining the length 
of the waiting period, 32 specified 1 month. Some of these might have been ne­
gotiated to accommodate slow administrative procedures involved in computing or 
processing benefit checks, but many appeared to be intended to exclude temporary 
layoffs from the plan's applicability. For instance, in aerospace's extended layoff 
benefit plans, which accounted for the bulk of the 32 plans, administrative proc­
essing could not begin until after an application had been received; an application 
could not be made until the end of 4 weeks. Thus the waiting period became an 
eligibility condition:

Benefit shall be payable to eligible employees whose layoff as a result of a reduction in 
working force has extended without recall to work by the company for a minimum period of 4 full 
weeks and who make written application . . . (191)

Most of the remaining provisions which defined the waiting period required that 
separated workers wait for 60 days, 90 days, or 6 months. A 6-month waiting 
period might be shortened at company discretion should management determine 
that the layoff was permanent:
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3. Any such employee who is laid off because he is not eligible for other employment as 
set forth in 1 or 2 above and is not recalled within 6 months (or at any time prior to the expiration 
of 6 months if, in the opinion of the company, the layoff will be permanent), shall upon appli­
cation be entitled to a lump-sum allowance in exchange for the relinquishment of his seniority 
rights •, . . . (192)

In another plan, it was specified that there was no benefit paid for temporary 
layoff, but that the worker could apply after 6 months without recall:

An employee will not be paid a termination allowance when temporarily laid off. At the 
end of a 6 -month period of layoff, an employee who has sufficient service to be eligible for termi­
nation allowance may apply for the allowance. . . . (193)

Some plans recognized that when a worker is laid off for "lack of work, M 
there often is a reasonable expectation that he will return to his job. The length 
of the waiting period as written into the contract probably indicates when, under 
similar circumstances in the past, most laid-off workers were recalled for work, 
or when the continuity of their seniority expires. The worker would then receive 
dismissal pay, no matter what the reasons were for the original layoff. Thus, 
in 16 plans, the waiting period extended to 2 years. These were found largely 
in meatpacking and other food industry plans. 17 Food industry agreements, among 
others, also contained shorter waiting periods, or none, for conditions which 
clearly signaled at the outset that the layoff was permanent. Payment was either 
automatic after 2 years, or gave the employee the option to extend the layoff 
period for a third year:

When the company permanently closes a warehouse or permanently discontinues any de­
partment o f a warehouse, as a result o f which the employment o f employees is terminated, an 
employee whose employment is so terminated, or when an employee has been laid off by the com ­
pany and such layoff is continuous for a period of more than 24 months, then such employee shall 
be deemed to have permanently lost his job and any recall rights, and shall be entitled to a sever­
ance allowance . . . (194)

*  $  >}c

Employees who lose their seniority as a result o f layoff in excess of 2 years shall receive 
separation allowance . . . (195)

*  *  *

Employees who are on continuous layoff for a 2-year period shall have /Jo fJ30 days . . . 
the option of forfeiting their seniority and accepting separation pay . . . or o f retaining their senior­
ity for the third year of layoff. At the end of the third year o f layoff, such employees shall lose 
their seniority and receive the separation allowance . . . (196)

As of m id-1964, 22 States either disqualified separated workers from re­
ceiving unemployment compensation payments or reduced the amount of payment. 
If the weekly severance payment was less than unemployment compensation,

17 Separation provisions in automobile and farm equipment SUB plans similarly adopted such a "waiting period" 
method o f determining the likelihood of recall.
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15 States 18 reduced unemployment compensation by the amount of the separation 
payment. Separation payments were considered wages in an additional seven 
States, 19 and thereby disqualified workers from receiving unemployment com­
pensation for any week in which they received separation pay.

As a result of these legal requirements, extended layoff benefit plans, 
as a rule, distinguished their allowances from wages as follows:

Among the purposes for which the benefits are provided are to help pay living expenses by 
supplementing and not replacing unemployment compensation • . . (197) /This illustration is re­
produced in its entirety in appendix ATJ

Fifteen plans avoided conflict with unemployment compensation rules by 
delaying payments until after State benefits had been exhausted:

Severance pay will be payable to eligible employees in one lump sum after it has been 
determined that reduction of the work force is a permanent layoff o f any employee. The amount 
of severance pay will be based on the eligible employee's continuous service at the time he is laid 
off. At the option o f the eligible employee payment o f severance pay may be deferred until:

(a) The end of the employee's allowable period o f weekly unemployment compensation 
benefits under the laws of the State in which this plant is located, or

(b) The end of the employee's allowable recall period, as provided in paragraph 31 of 
this agreement. (198)

❖  % *

. • • Any employee who . . .  is laid o ff and exhausts his unemployment compensation 
eligibility shall have the option of accepting separation pay . . .  At any time between . . . running 
out o f unemployment compensation benefits and the end o f 1 year of continuous layoff, the employee 
may elect to accept his separation pay. (199)

The Status of Rehired Workers

In the event that a worker who has received severance pay is rehired, 
questions arise concerning the repayment of all or some of the allowances and 
his eligibility for future severance payments, should he again be separated. Only 
30 percent of the plans studied referred to the former, whereas over half referred 
to the latter.

Of the 113 provisions that referred to repayment of allowances, those 
specifically stating that no repayment was necessary were few (table 17). Most 
of these were found in chemicals and ordnance industries; the following provision 
was typical:

Any individual who has received severance pay shall not be required to return any portion of 
such pay to the company in the event he is reemployed. (2 0 0 )

Fully three-fourths of the provisions referring to repayment required 
that the amount of benefits which exceeded the number of weeks on layoff be repaid:

18

Oregon,
19

California, Indiana, Maine, Maryland, Minnesota, Mississippi, Missouri, Nebraska, New Hampshire, Ohio, 
Pennsylvania, Utah, Virginia, and Wisconsin.
Alabama, Arizona, Arkansas, Connecticut, Montana, North Carolina, and West Virginia.
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If any employee who has received a termination payment is reengaged and the number of 
weeks since the effective date of leaving is less than the number o f weeks' pay upon which the termi­
nation payment was based . . . , the amount paid to the employee for the excess number of weeks 
shall be considered as an advance to the employee • . • and repayment shall be made each payroll 
period through payroll deduction at the rate of 10 percent of the basic wage rate until the amount 
is fully paid. (2 0 1 )

This practice was noted mostly in telephone agreements.

Provisions requiring repayment of the full amount were rare:

. . .  In the event a la id-off employee returns to active service, all days of severance pay 
granted . . . shall be deducted from total vacation days allowed during the vacation period following 
the date he was laid off. (2 0 2 )

Whether repayment was to be made depended in a few cases upon the 
length of time that the worker had been separated from the job. In one provi­
sion, rather than requiring repayment of the excess weeks of allowances received, 
the rehired worker returned benefits proportionate to the number of months out 
of work, as follows:

37.3 If an employee is reemployed by the company before the expiration of a 6 -months' 
period from the date of termination, he shall return within 18 months the termination allowance 
received in accordance with the following schedule:

Number of months
out of service Amount to be returned

0 - 2 --
2 - 4 ----
4 - 6 ----
Over 6

100  percent o f termination allowance granted. 
75 percent of termination allowance granted. 
50 percent o f termination allowance granted. 
None.

3 7.3-1 Repayment may be made by salary deduction at the rate o f not less than $2.50 
per week until the proper amount has been returned. (203)

Of the 194 provisions referring to future eligibility, most common (72) 
were those that required the worker to enter as a new employee, and thus to re­
build his seniority credits (table 18).

An employee who is recalled and is subsequently laid off will receive severance allowance 
pay based on his most recent recall date. (204)

i|< sfc

Section 4. When an employee who has received a termination allowance is reengaged, such 
employee must complete, subsequent to such reengagement, an additional year o f net credited service 
before being eligible to a termination allowance for a subsequent separation from the force, as provided 
in . . . this article, and the amount of such allowance shall be based on the period of completed 
service between the dates of the employee's most recent reengagement and the last separation. (205)
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An additional 16 agreements which provided that severance benefit rights 
could not be reasserted during a specified period— usually 1 or 2 years— could 
also be considered among those agreements requiring a worker to enter on a new 
employee’s status, since none made any further reference to the level of benefits 
for which the rehired worker would be eligible.

As a general rule, separation allowances were looked upon as earned 
rights, and, as a corollary, benefits could only be paid once for any given years 
of service. The second major group of provisions (61) incorporated this prin­
ciple, stating that rehired workers would have previous severance payments de­
ducted from future severance payments. This could involve either a reduction 
in monetary amount, as in the second illustration below, or, more likely, a re­
duction in weeks of pay available without regard to monetary amounts, as in the 
first illustration. In effect, the rehired worker would retain his previously un­
used length-of-service credits which he could then apply in building his future 
severance payments. This was explicitly stated in an additional 24 agreements:

(c) No separation pay shall be paid more than once to any laid-off employee for, or based 
on, the same credited service. Any credited service used as a basis for calculating separation pay for 
an employee shall not be counted again in calculating separation pay for that employee in connection 
with any subsequent layoff. (206)

❖  >',<

Any employee whose service has been terminated and who is reemployed by the company 
within 6 months shall receive, if subsequently separated, a separation allowance in accordance with 
the eligibility and other provisions o f this plan, less the amount of any separation allowance pre­
viously received. (207)

A few provisions covered both rehired workers who exhausted severance 
allowances and rehired workers who received less than full severance:

Severance pay credits are payable only once. If an employee is laid off, paid his maxi­
mum allowance of severance pay, and later is rehired, he will begin to accumulate new severance 
pay credits only from the effective date of rehire. If he had not received the maximum allowance 
for which he was eligible, the difference between what he had received and the maximum would 
be added to any credits for new severance pay accumulated after his rehire. (208)
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Table 12. Pay Units for Computing Benefits Under 
Severance Pay and Layoff Benefit Plans in Major 

Collective Bargaining Agreem ents, 1963

(Workers in thousands)

Pay unit Agreements Workers

Total plans 377 1 ,794 . 3

Plans referring to pay unit
for computation 330 1 ,6 1 7 .5

Basic or regular ra te s______
Average straight-time 

hourly or weekly

216 856. 2

earnings_____________________
Average hourly or weekly

10 28. 1

earnings_____________________
Employee* s highest hourly

60 503.4

or weekly rate or salary__ 2 13.4
Total or gross earnings_____
Basic rate and average 

straight-time hourly or

4 16. 0

weekly earnings 32 173. 0
Other 1 6 27. 5

No reference to pay unit for
computation 47 176. 9

1 3 agreements vary unit of computation with rea­
son for separation; 3 vary it according to occupation.

Table 13. Payments Included in Computing Benefits 
Under Severance Pay and Layoff Benefit Plans in 
Major Collective Bargaining Agreem ents, 1963

(W orkers in thousands)

Inclusions Agreements Workers

Total plans________________ 377 1 ,7 9 4 .3

Plans referring to inclusions__ 65 482 .8
Bonus 1 1 .9
Shift differential______________ 25 100.4
C ost-of-living allowance____ 17 276.9
Bonus plus shift 

differential ____ 15 7 6 .7
Other _ 7 27. 0

Total not referring to
inclusions _ .... . _ 312 1, 311. 6

1 Includes 3 agreements providing shift differentials 
plus additional inclusions— m eal allowances (2) and pro­
duction bonus ( l) ; 2 agreements providing commissions 
(l of which also included overtime and "any similar com ­
pensation"); and 2 provisions broadly providing either "any 
fixed differential" or "any applicable premiums except 
overtim e. "

NOTE: Because of rounding, sums of individual items 
may not equal totals.

NOTE: Because of rounding, sums of individual items 
may not equal totals.

Table 14. Time Period Used in Computing Benefits 
Under Severance Pay and Layoff Benefit Plans in 

Major Collective Bargaining Agreem ents, 1963

(Workers in thousands)

Time period Agreem ents Workers

Total plans 377 1 ,794 . 3

Plans referring to time
period 279 1,441 . 6

Less than 6 months...
6 months, but less than

236 1 ,2 8 8 .7

1 year 17 71. 7
1 year ___
Last period of unbroken 

employment or time

6 9 .9

period is indeterminate___ 17 67. 5
Other 1_____ 3 3 .9

No reference to time period___ 98 352.8

1 Includes 1 agreement in which the time period 
varies with reason for separation and 2 agreements giving 
a choice of time periods, the 1 yielding the greater bene­
fit to be used.

NOTE: Because of rounding, sums of individual items 
may not equal totals.

Table 15. Method of Payment Under Severance Pay and 
Layoff Benefit Plans in Major Collective Bargaining 

Agreem ents, 1963

(W orkers in thousands)

Method of payment Agreements Workers

Total plans .... _ 377 1 ,794 . 3

Plans specifying method of
payment 186 975. 3

Lump sum 119 733. 5
Installments . . , 11 35. 1
Lump sum or installment___ 56 206. 8

Employee option_________ 18 67. 1
Employer option-------------- 22 33 .9
Depends upon other

variables 1_______________ 14 103. 7
Other2. ........................................ 2 2. 1

Not specifying method of
payment 191 819. 0

1 Contains 6 agreements gearing method to amount
due em ployees, and 4 in which method is optional with 
the employee up to 1 year of layoff, after which a lump­
sum payment is automatic. In 4 additional agreem ents, 
the method of payment is determined by: (1) Employee
status after accepting payment; or (2) length of service; 
or (3) length of service and reason for severance; or 
(4) mutual agreement.

2 In both agreem ents, workers receive 2 weeks* 
pay if not offered comparable employment within 90 days 
after layoff, and the balance if not recalled within 
270 days.

NOTE: Because of rounding, sums of individual items 
may not equal totals.
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T a b l e  16. W a it in g  P e r i o d  f o r  P a y m e n t s  U n d e r  S e v e r a n c e  P a y  

and L a y o f f  B e n e f i t  P la n s  in M a j o r  C o l l e c t i v e  
B a r g a i n i n g  A g r e e m e n t s ,  1963

( W o r k e r s  in t h o u sa n d s )

W a it in g  p e r i o d A g r e e m e n t s W o r k e r s

T o t a l  p la n s  s t u d ie d  ----------------------------- 377 1, 794 . 3

P la n s  r e f e r r i n g  to w a i t in g  p e r i o d ------------- 1 164 866 . 9

I m m e d i a t e  p a y -------------------------------------------- 73 458 .  0
P a y  a f t e r  a d e f in e d  p e r i o d  --------------------
P a y  a f t e r  e x h a u s t i o n  o f  u n e m p l o y -

47 21 3. 7

m e n t  c o m p e n s a t i o n --------------------------------
W a it in g  p e r i o d  d i f f e r s  b y  type  o f

2 3 5. 0

p a y m e n t  -----------------------------------------------------
W a it i n g  p e r i o d  v a r i e s  with  r e a s o n

4. 3

f o r  s e p a r a t i o n  ----------------------------------------- 17 63.  0
A t  e m p l o y e e ' s  o p t i o n  ------------------------------ 2 3. 0
C o m b i n a t i o n s  3 -------------------------------------------- 9 19. 7
O the  r 4 ----------------------------------------------------------- 12 100. 3

N o  r e f e r e n c e  to w a i t in g  p e r i o d ------------------ 213 927 . 5

1 I n c l u d e s  56 a g r e e m e n t s  c o v e r i n g  256,  500 w o r k e r s  in w h i c h  
the w a i t in g  p e r i o d  a l s o  s e r v e s  as a q u a l i f y i n g  p e r i o d .

2 P a y m e n t s  a f t e r  e x h a u s t i o n  o f  u n e m p l o y m e n t  c o m p e n s a t i o n  a r e  
a l s o  found  in " c o m b i n a t i o n s ' '  (6)  and in  " o t h e r "  (6 ).

3 C o n t a in s  6 p r o v i s i o n s  in v n i ch  a l l o w a n c e s  a r e  pa id  a f t e r  a 
s p e c i f i e d  p e r i o d ,  at the t e r m i n a t i o n  o f  r e c a l l ,  a n d / o r  upon e x h a u s t i o n  
o f  u n e m p l o y m e n t  c o m p e n s a t i o n .  1 in w h ic h  the w a i t in g  p e r i o d  i s  at 
c o m p a n y  o p t i o n ;  1 in w h i c h  the e m p l o y e e  m a y  e l e c t  s e v e r a n c e  pa y  b e ­
f o r e  the end  o f  the s p e c i f i e d  r e c a l l  w a i t in g  p e r i o d ,  and 1 in w h i c h  the 
e m p l o y e e  m a y  c h o o s e  to a c c e p t  b e n e f i t s  a f t e r  a s p e c i f i e d  p e r i o d  o r  to 
e x te n d  the  p e r i o d  and re ta in  s e n i o r i t y .

4 C o n t a in s  5 a g r e e m e n t s  in w h i c h  w a i t in g  p e r i o d  v a r i e s  with  
r e a s o n s  f o r  s e p a r a t i o n  and w it h  o p t i o n  e l e c t e d  by e m p l o y e e ;  3 in w h i c h  
pa ymrents a r e  to be  m a d e  on r e g u l a r  p a y d a y s  unti l  c o m p a n y  a p p r o v e s  
p a y m e n t  in lu m p  s u m  o r  o t h e r w i s e ;  1 in w h i c h  w a i t in g  p e r i o d  v a r i e s  
by  g e o g r a p h i c  l o c a t i o n ;  1 in w h i c h  e m p l o y e e  r e c e i v e s  p a y  w it h in  1 m o n t h  
a f t e r  r e t i r e m e n t ,  o r  the date  on w h ic h  the p e n s i o n  b o a r d  a c t s ,  w h i c h ­
e v e r  is  l a t e r ;  and 2 w h i c h  a r e  v a g u e l y  d e f in e d .

N O T E ;  B e c a u s e  o f  r o u n d in g ,  s u m s  o f  in d iv i d u a l  i t e m s  m a y  not 
e q u a l  t o t a l s .

T a b l e  17. R e p a y m e n t  o f  A l l o w a n c e  Up on  R e h i r e ,  U n d e r  
S e v e r a n c e  P a y  and L a y o f f  B e n e f i t  P la n s  in  M a j o r  

C o l l e c t i v e  B a r g a i n i n g  A g r e e m e n t s , 1963

( W o r k e r s  in t h o u s a n d s )

R e p a y m e n t  o f  a l l o w a n c e A g r e e ­
m e n t s W o r k e r s

T o t a l  p l a n s --------------------------------- 377 1 , 7 9 4 .  3

P la n s  w it h  r e p a y m e n t
p r o v i s i o n s -------------------------------------------- 113 668.  1

S p e c i f i c  s t a t e m e n t :  N o  r e -
p a y m e n t  ----------------------------------------- 16 36. 2

W o r k e r  m u s t  r e p a y  ful l
s e v e r a n c e  a l l o w a n c e ----------------- 3 5. 6

W o r k e r  m u s t  r e p a y  e x c e s s
s e v e r a n c e  a l l o w a n c e - - -------------- 86 533 . 4

O t h e r  1 ----------------------------------------------- 8 93.  0
N o  r e f e r e n c e  to e f f e c t  o f  r e h i r e

up on  r e p a y m e n t  o f  b e n e f i t s ----------- 264 1, 126 . 2

1 4 a g r e e m e n t s  p r o v i d e d  r e p a y m e n t  up o n  r e h i r e
w ith in  s p e c i f i e d  p e r i o d s ,  but in  1, t h e r e  w as  no r e p a y m e n t  
it the l a y o f f  o c c u r r e d  at p e a k  v a c a t i o n  s e a s o n  and the  v a c a ­
t io n  c r e d i t s  w e r e  l e s s  than the  l a y o f f  c r e d i t s ;  3 l i m i t e d  r e ­
p a y m e n t  to t h o s e  a c c e p t i n g  s e v e r a n c e  w it h in  a s p e c i f i e d  
p e r i o d  o f  l a y o f f  and w ho  w e r e  r e h i r e d  w ith in  3 y e a r s ;  and 
1 m a d e  r e p a y m e n t  o p t i o n a l .

N O T E :  B e c a u s e  o f  r o u n d i n g ,  s u m s  o f  in d iv i d u a l
i t e m s  m a y  not e q u a l  t o t a l s .

T a b l e  18. F u t u r e  B e n e f i t s  f o r  R e h i r e d  W o r k e r s ,  U n d e r  
S e v e r a n c e  P a y  and L a y o f f  B e n e f i t  P l a n s  in M a j o r  

C o l l e c t i v e  B a r g a i n i n g  A g r e e m e n t s ,  1963

( W o r k e r s  in t h o u s a n d s )

F u t u r e  b e n e f i t A g r e e ­
m e n t s W o r k e r s

T o t a l  p l a n s --------------------------------- 377 1 , 7 9 4 .  3

P l a n s  w it h  r e f e r e n c e  to
fu t u r e  p a y m e n t s -------------------------------- 194 872.  2

A m o u n t  is d e d u c t e d  f r o m
fu tu r e  p a y m e n t s -------------------------- 61 328. 7

W o r k e r  e n t e r s  as n e w
e m p l o y e e  ----------------------------------- — 72 227.  1

S e v e r a n c e  r ig h t s  m a y  not be
r e a s s e r t e d  d u r in g  s p e c i f i e d
p e r i o d --------------------------------------------- 16 102. 6

W o r k e r  e n t e r s  as n e w  e m ­
p l o y e e  and a m o u n t  is  d e ­
d u c t e d  f r o m  fu t u r e  p a y m e n t  — 24 112. 8

F u t u r e  b e n e f i t  v a r i e s  with
le n gth  o f  s e r v i c e -------------------------- 19 97. 0

O t h e r 1 ---------------  ------- —  - 2 4. 0
N o  r e f e r e n c e  to p a y m e n t s  f o r

r e h i r e d  w o r k e r  --------------------------------- 183 922 .  1

1 B o th  c o n t r a c t s  p r o v i d e  that an e m p l o y e e  m a y  r e ­
c e i v e  a s e v e r a n c e  b e n e f i t  o n l y  o n c e .

N O T E :  B e c a u s e  o f  r o u n d i n g
i t e m s  m a y  not  e q u a l  t o t a l s .

s u m s  o f  in d iv id u a l
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Chapter VI. Funded Arrangements

Major aspects of separation pay provisions in selected SUB plans, pooled 
industry funds, and individual income security accounts are described in this 
chapter. The selected plans are the Goodyear and General Motors SUB plans; 
the National Maritime Union's Employment Security Plan; the Ladies' Garment 
Workers' Supplementary Unemployment-Severance Benefits Program; and the in­
dividual income security account plans of the A. O. Smith Corp. , G. M. 's Inland 
Manufacturing Division, and the Pittsburgh Plate Glass Co.

While different in important respects, these plans had certain similari­
ties. Each was to be applicable when the separation was involuntary, but in­
dividual income security account plans also provided benefits for voluntary sepa­
ration. While all granted benefits for conditions rising out of the work situation 
(the Garment Workers’ plan was limited solely to business termination), Good­
year, General Motors, and the individual income security account plans permitted 
payments for conditions involving the worker as well.

Minimum length-of-service requirements varied from 60 days to 2 years. 
None of these plans granted benefits that were expressed in terms of weeks of pay 
(the prevailing form for describing benefits in unfunded plans), but utilized instead 
hour or days of work, percent of earnings, or dollar amounts.

Payments could vary according to the level of the fund in the Goodyear 
and General Motors plans, but only Goodyear’s plan obligated the employer, rather 
than the fund, to pay when the fund was precariously low. In general, benefits 
could be reduced by the amount of SUB payments or payments of any other money. 
Such deductions, however, were ruled out in the Goodyear plan.

Separation Pay in SUB Plans 20

In their construction and phraseology, separation pay provisions in SUB 
plans were frequently similar. Both of the illustrated plans, for example, re­
quired a waiting period of at least 1 year (which might be shortened at company 
discretion) before lump-sum payments could be made, and the rubber plan adopted 
the method and amounts of payment to low-seniority workers which appeared in 
the auto plan. Other similarities are described below.

Goodyear Tire and Rubber Co, and Rubber Workers. In 1961, the com­
pany and the union agreed to include a separation pay provision in its SUB plan. 
This was to be in addition to the "service award" in the 1950 pension program 
which already granted allowances to workers separated because of inability to 
meet work requirements, and those not eligible for pension benefits.

The separation pay provision authorized payments to workers on layoff 
for 2 years (a shorter period could be used at company discretion). To be eli­
gible, workers had to have a minimum of 2 years' service with the company at 
the time of separation. Separated workers were disqualified (1) if they were

20 Separation pay features of SUB plans are also described in the context of the plans as a whole in a forth­
coming study. See footnote 3.
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eligible for a "service award" or a pension; (2) if their layoff was for disciplinary 
reasons or due to a strike, slowdown, picketing, war, sabotage, revolt, or any 
act of God; or (3) if they had refused offered work or recall.

A 1963 amendment deleted a passage which had provided that SUB pay­
ments were to be deducted from separation payments.

If a separated worker died, any amounts due him would be paid to 
his family.

Allowances were to be graduated by length of service. A 1963 amend­
ment liberalizing the plan provided for payments equal to those in the auto con­
tracts to workers with 2 to 5 year's service:

Length of service Benefit
(years) (hours pay)

2 but less than 3 ------------------------------------------- 50
3 but less than 4 ------------------------------------------  75
4 but less than 5 ------------------------------------------- 100

Each hour of pay was to consist of the worker's "maximum hourly rate or the 
job wage level . . .  at the time of layoff . . . plus the night-shift differential
(if any) . . . "

Continued from the 1961 negotiations were benefits on a percentage basis 
for workers having 5 years or more of seniority:

Benefit
(percent

Length of service of total
(years) earnings)

5 but less than 10------------------------------------------------ 2
10 but less than 1 5 ----------------------------------------------  2-1/2
15 or m ore----------------------------------------------------------------- 3

Total earnings was defined as ". . . the entire amount of compensation paid to
an employee . . . including piecework earnings and bonuses, overtime pay, shift
premiums, vacation pay, reporting for work pay, and holiday pay . . . "

Acceptance of the separation allowance ended the worker's seniority and 
any claim to pension and insurance benefits.

If the level of the fund dropped below a specified level, then the com­
pany assumed the obligation of making separation payments. The company could 
not use such payments as a credit against its payments into the trust fund.

General Motors Corp. and the Auto Workers. In 1958, the General 
Motors Corp. and the Auto Workers added a separation pay provision to the sup­
plemental unemployment benefit plan, which they had established in 1955. Sever­
ance benefits were increased 25 percent as a result of the 1961 negotiations. 21

Compensation was available to workers (1) on layoff for 12 months (or 
less, upon company discretion), (2) retired, on or after age 60 without pensions, 
or (3) disabled without being eligible for disability benefits because of low length

21 In 1964, severance benefits again increased, according to newspaper reports, by 40 percent.
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of service. As in the Goodyear plan, workers to be eligible needed a minimum 
of 2 years’ service. 22 Part-time workers were eligible for proportionate pay­
ments. No payments were made to workers who (1) qualified for a monthly 
pension, (2) refused an offer of work, or (3) were laid off for disciplinary reasons 
or because of a strike, slowdown, picketing, war, sabotage, revolt, or act of God.

Unlike the Goodyear plan, the separation benefits were to be reduced by 
the amount of any weekly SUB payments or any other payments under company 
financed programs.

Any separation benefit payable to a deceased worker would be paid to 
his heirs.

Payments expressed in hours of pay, were graduated by length of serv­
ice as follows:

Separation Payment Table

Years of seniority on last day worked Number of 
in a bargaining unit hours* pay

Less than 3 --------------------------------------- 50
3 but less than 4-------------------------  75
4 but less than 5-------------------------  100
5 but less than 6 -------------------------  125
6 but less than 7-------------------------  156
7 but less than 8 -------------------------  188
8 but less than 9-------------------------  219
9 but less than 10-----------------------  250
10 but less than 11 -----------------------------  288
11 but less than 12------------------------------ 325
12 but less than 13------------------------------ 363
13 but less than 14-----------------------------  406
14 but less than 15-----------------------------  450
15 but less than 16-----------------------------  500
16 but less than 17-----------------------------  550

Years of seniority on last day worked Number of 
in a bargaining unit hours' pay

17 but less than 18 ----------------------------  600
18 but less than 19----------------------------  656
19 but less than 2 0 ----------------------------  713
20 but less than 2 1 ----------------------------  775
21 but less than 2 2 ----------------------------  838
22 but less than 2 3 ----------------------------  900
23 but less than 2 4 ----------------------------  969
24 but less than 2 5 ----------------------------  1,038
25 but less than 2 6 ----------------------------  1, 113
26 but less than 2 7 ----------------------------  1,188
27 but less than 2 8 ----------------------------  1, 263
28 but less than 2 9 --------------------------- 1,338
29 but less than 3 0 --------------------------- 1, 413
30 and

over-----------------------------------------------  1,500

The pay rate used in computing benefits was the separated worker’s base hourly 
straight-time rate plus the cost-of-living allowance in effect on the last day that 
he worked.

The plan stated that "An employee who is issued and accepts a separation 
payment shall cease to be an employee and shall have his seniority canceled at any 
and all of the company’s plants and locations as of the date his application for 
separation payment was received by the company. ” Should he be reemployed, he 
need not repay benefits, but he would start again building seniority rights as a 
new employee.

If the value of the SUB fund falls below a given level, then the separation 
payment would be proportionately reduced. Should the fund be further depleted, 
payments were to be deferred. There was no obligation on the part of the com­
pany, as in the Goodyear provision, to assume payments until such time as the 
fund's position improved.

22 Reduced to 1 year in the 1964 negotiations.
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Pooled Industry Funds
In contrast to separation provisions in SUB plans, where marked similari­

ties both in construction and language were noted, pooled industry plans were 
distinctly different, especially with respect to the conditions under which severance 
compensation would be granted. Plans were tailored, as the two examples below 
illustrate, to meet the needs and conditions of each industry.

Atlantic and Gulf Coast Employment Security Plan. The number and dis­
persion of companies, ships, and ports that constitute the Atlantic and Gulf Coast 
maritime industry make central administration the most practical means for as­
suring uniform application of a severance pay program. In 1961, the National 
Maritime Union and the shipping companies amended their industrywide employ­
ment security plan, a pooled supplemental unemployment benefit fund, to include 
a separation program. All unlicensed seamen on passenger and freight vessels, 
colliers, and tankers were covered.

Any seaman who was otherwise entitled to permanent employment and 
who either had accepted transportation to his home port or had registered for 
"open" employment was entitled to severance pay providing he had lost his job 
because his ship was lost, sold, or transferred, or because its manning scale 
was reduced, or because it was laid up in port for a period exceeding 90 days.

To be eligible for the fund's graduated benefit, the seaman had to have 
worked in the industry for . . . "at least 200 days in a consecutive 3-year
period" . . . and 60 days for his present employer.

Benefit payable
Duration of continuous employment (days)

60 days but less than 180 days------------------------------- - 15
180 days but less than 2 years---------------------------------  30
2 years but less than 3 years---------------------------------------------  35
3 years but less than 4 years---------------------------------------------  40
4 years but less than 5 years---------------------------------------------  45
5 years but less than 6 years---------------------------------------------  50
6 years but less than 7 years---------------------------------------------  55
7 years but less than 8 years---------------------------------------------  60
8 years but less than 9 years---------------------------------------------  65
9 years but less than 10 years----------------------------------- 70
10 years but less than 11 years---------------------------------  75
11 years or ov er------------------------------------------------------  80

A day's pay was defined as the seamen's base wage at the time of severance.
Since the varying duration of trips and the differing periods of waiting 

until the worker could ship out again could present difficulties in calculating 
continuous service, the plan adopted the following specific definition:

. . . continuous employment shall not be deemed broken by
vacations, temporary layoffs or legitimate leaves of absence, and
360 days of employment shall constitute 1 year employment.
Supplementary Unemployment— Severance Benefits Fund, ILGWU. The 

present fund, established in I960, represents a merger of several association 
funds negotiated prior to that date in the women's garment industry. Two benefits 
were provided: A lump-sum separation payment and a weekly supplemental un­
employment award. A separated worker could receive both payments without 
any deductions.

Payments were only available in the event that an employer perma­
nently terminated his business. According to the fund's rules and regulations, 
termination meant going out of business "for any reason whatsoever, whether
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voluntarily or involuntarily." From this broad definition, the fund excluded 
spurious terminations:

(b) No employer shall be considered terminated solely because such employer has:

(1) Changed its trade name;
(2) Undergone a corporate reorganization;
(3) Changed, added, or diminished partners;
(4) Changed in form or structure from one or another of the following:

(A) Sole ownership,
(B) Partnership,
(C) Corporation. (211)

The plan also singled out two situations in which a company might continue in 
business but would still be considered as terminated or partially terminated for 
payment purposes:

(c) No employer shall be considered terminated solely because such employer has been suc­
ceeded by a new firm to which it bears a predecessor relationship. However, the board of trustees 
may declare such an employer to be partially terminated with respect to employees who have not 
been recalled or reemployed.

Where an employer, in good faith, has reorganized or changed the nature of its business with 
the prior approval of the union or a subordinate organization thereof and/or in accordance with the 
provisions of an agreement, resulting in the separation of some of its employees, the employer shall 
be considered to have terminated with respect to such employees and they shall be entitled to receive 
benefits hereunder. Such benefits shall be in addition to and not in place of any other amounts due 
to such employees from any source or under any arrangements made for their benefit under any settle­
ment with the union or a subordinate organization thereof, or pursuant to the arbitration machinery 
provided for in an agreement. (212 )

To be eligible for the fund's lump-sum payment, a terminated worker had 
to have had earnings from the employer in 4 of the 8 quarters prior to the quarter 
in which the shop went out of business. Eligibility would be lost, however, if the 
shop shut down and then reopened at the same or a different location and the 
workers were offered employment.

Benefits were graduated dollar amounts based both on years of serv­
ice and average weekly wages:

An employee who has completed' 
the following consecutive years 
of continuous employment with 
a terminated employer—

shall be entitled to receive the following sever­
ance benefit if his average weekly wage is:

Under
Years $55.00

1 /2  but less than 2 -----------------------------  $12.50
2  -----------------------    25.00
3  -     37.50
4  ----------------------------- ------------—  50.00
5  -    62.50
6  ----------------------------------------------  75.00
7  -    87.50
8 — ....................................... .................. .................. ..................................... 100.00
9  .................. .................. - ------------- ---------------  112.50
1 0  --------------- --------------- — ---------------------------  125.00
11 ................ - -------- -------------------------------  137.50
1 2  ---------------------------------------------- 150.00
13 - ..........- -------- -----------------------------------  162.50
1 4  .     175.00
1 5  -----    187.50
16 -------------------- ----------------- — ...............-  2 0 0 .0 0

$55.00 $65.00 $75.00 $85.00 $95. 00
to to to to and

$64. 99 $74.99 $84. 99 $94.99 over

$15.00 $17. 50 $2 0 .0 0 $22. 50 $25. 00
30.00 35.00 40.00 45.00 50. 00
45.00 52. 50 60.00 67. 50 75.00
60.00 70.00 80.00 90.00 1 0 0 .0 0
75.00 87. 50 100. 00 112. 50 125.00
90.00 105.00 1 2 0 .0 0 135.00 150.00

105.00 122. 50 140.00 157. 50 175.00
1 2 0 .0 0 140.00 160.00 180.00 2 0 0 .0 0
135.00 157.50 180.00 202. 50 225.00
150.00 175.00 2 0 0 .0 0 225.00 250.00
165.00 192. 50 2 2 0 .0 0 247. 50 275.00
180.00 2 1 0 .0 0 240.00 270.00 300.00
195.00 227. 50 260.00 292. 50 325.00
2 1 0 .0 0 245.00 280.00 315.00 350.00
225.00 262. 50 300.00 337. 50 375.00
240.00 280.00 320.00 360.00 400.00
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If, in addition, the terminated worker had been in continuous employment with 
the employer for at least 9 years and if he was continuously unemployed for 
1 year, he then became eligible for a second lump-sum payment equal to his 
original termination payment. Thus, a man with 16 years of service and earning 
$95 a week could receive a total of $800 in severance pay in a 12-month period.

In case of death, benefits went to the worker's survivors in the fol­
lowing order:

(a) Where an employee otherwise eligible for a benefit hereunder dies prior to receiving such 
benefit, whether or not he has made application therefor before his death the benefit to which he is 
entitled shall be paid in the following order o f priority:

(1) To the surviving spouse living with the deceased employee at the time of his death;

(2) To the children of the deceased employee, in equal shares, provided that if any child 
of the deceased employee has died leaving children surviving, such children shall 
share equally in the share of their deceased parent;

(3) To the surviving father of the deceased employee;

(4) To the surviving mother of the deceased employee;

(5) To the duly appointed administrator or executor of the estate of the deceased 
employee. (214)

Individual Income Security Accounts

In contrast to other funded arrangements, individual income security 
plans set up a special account for each worker to which the company contributed 
and to which profits on investments (usually government securities) were added. 
In the Pittsburgh Plate Glass plan, when the account maximum of $600 was 
reached, any further contributions would be diverted as additional vacation pay. 
Neither the plan of the A. O. Smith Corp. nor that of Inland Manufacturing Di­
vision of General Motors stipulated maximum accounts. Contributions were 
10 cents per hour in Pittsburgh Plate Glass and 5 cents per hour in A. O. Smith 
and G.M.'s Inland Manufacturing Division. None of the plans allowed the em­
ployer to recover any of the contributions, once made.

All provided that the worker could withdraw all money in his account 
on retirement or termination for any reason. In layoffs, weekly benefits were 
available upon application; all set maximum limits on the amount that could be 
withdrawn. Inland Manufacturing disallowed withdrawals if the worker was re­
ceiving SUB benefits.

All provided that account balances would be turned over to survivors in 
case of death.
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Appendixes

In order to illustrate how the various parts of severance pay and layoff benefit 
plans fit together, appendix A (for unfunded plans) and appendix B (for funded plans) re­
produce several plans in their entirety. Appendix C presents pertinent excerpts from the 
railroad arbitration award of November 26, 1963. Each clause reproduced in the body of
this bulletin is identified by company and union in appendix D.
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Appendix A. Selected Unfunded Severance and Layoff 
Benefit Plans Reproduced in Full

From the agreement between
ARMOUR AND COMPANY AND THE  
A MA LG A MA TE D  MEAT C U T T E R S  AND 
B UT CH ER  WORKMEN OF NORTH AMERICA  
(expires August 1964)

Article XIX 

Separation Allowance

19. 1 Separation Allowance— To Whom Paid

Separation allowances, determined in accordance with section 19. 3, shall be paid to 
employees having 1 year or more of continuous service, as defined in the vacation provisions, 
who are permanently dropped from the service because of a reduction in forces arising out 
of the closing of a department or unit of the business, or as a result of technological changes 
and when it is not expected that they will be reemployed.

Employees who lose their seniority due to their layoff period exceeding 2 years 
shall receive a separation allowance in accordance with the schedule set forth in section 19. 3, 
provided that years of continuous service for purposes of determining the number of weeks 
of separation allowance shall be based upon the years of continuous service at the time of 
layoff and providing-further that separation pay shall be based upon employee’s regular rate 
at time of layoff.

19.2 When Not Paid

Separation allowances shall not be paid:

(a) To employees with less than 1 year’s continuous service;
(b) To employees laid off in gang reductions; except as provided in the second paragraph 

of section 19.1.
(c) In cases where the employee was discharged for cause;
(d) In cases of voluntary resignation;
(e) To employees who refuse an offer of employment by the company in another de­

partment or another unit of its business, the location of which is reasonably ac­
cessible to the location of the place of employment from which the employees are 
being dropped from the service, unless the job on which employment is offered 
carries a rate in excess of 15 cents an hour less than the job which the employee 
last worked or prior to the closing of his department or unit of the business. If 
the reduction in rate in such cases exceeds 15 cents per hour the employee shall 
have the election of taking either the job or separation allowance.

19.3 Amount of Payment

In order to reflect the fact that separation pay is earned during periods of employ­
ment with the company, and is payable with respect to said past service, the amount of 
separation pay shall be computed as multiple equivalents of weeks of wages times years of
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continuous service, in accordance with the following schedule. Payments are to be com­
puted on the basis of 40 hours per week at the employee’s regular rate as follows:

I through 10 years of continuous service: One week’s pay for each year of continuous
service.

II through 20, add to the computation for 10 years: l3/* weeks’ pay for each year of
continuous service above 10 years.

21 and over, add to the computation for 20 years: 2 weeks' pay for each year of con­
tinuous service above 20 years.

To the separation allowance, add pay for the vacation, if any, for which the em­
ployee has qualified but not taken.

The foregoing schedule shall not apply to employees who are entitled to receive and 
retain both separation pay and T. A. P. benefits under article XXV. Such employees shall 
be entitled to receive separation pay computed in accordance with the schedule contained in 
section 19.3 of the master agreement dated September 1, 1959.

19.4 Method of Payment

The amount due under this article shall be paid as follows:

(1) If less than the equivalent of 4 weeks' pay— in one lump sum.
(2) Amounts over a total of 4 weeks' pay— weekly installments of full wages until the 

total amount is exhausted. The employee, at his option, may elect to receive such 
amount in a shorter period of time or in one lump sum.

(3) In the event of death, any unpaid balance shall be paid to the beneficiary of the 
Group Life Insurance Policy.

Article XXV

Notice of Plant Closing and Technological Adjustment Plan

25. 1 Notice of Plant Closing

The company shall give notice in writing to both the international and local union 
of the closing of a plant or a division of a plant, or a major department of a plant, at least 
90 calendar days prior to such closing. An employee who was on the active payroll of the 
affected plant on the date of such a notice or at any time thereafter, excluding temporary 
replacements, or newly hired employees and who is permanently separated from the service 
as the result of such closing prior to the expiration of the aforesaid 90 days, shall be paid 
8 hours' pay at his regular basic hourly rate for each day (based on a 5-day workweek) 
after his separation which is within the 90-day period and which is not within a week for 
which a weekly guarantee is paid.

25. 2 Technological Adjustment Plan

Any employee in any bargaining unit listed in the master agreement who is per­
manently separated from service under circumstances which entitle him to a separation allow­
ance under section 19.1 shall receive supplemental unemployment benefits under the technolog­
ical adjustment plan in accordance with the schedule and conditions set forth in section 25.4 , 
provided such employee meets all the other eligibility requirements in section 25. 3.
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25. 3 Eligibility for Technological Adjustment Plan Benefits

(a) Employee must have been on the seniority list at the time the notice was given, 
provided, however, that an employee on a leave of absence under the terms of 
section 16. 1 (b) shall be deemed ineligible during the period of such leave.

(b) Employee must have 5 years or more of continuous service as of the date of a 
plant closing or termination, whichever is later.

(c) Employee must be under 60 years of age as of the date of plant closing or termina­
tion, whichever is later.

(d) Employee must be desirous of transferring to a plant into which a transfer may be 
made under section 23. 1 and must signify such desire by registering for transfer 
during the period set forth in section 23. 1 (b). Such an employee who has not indi­
cated his desire to transfer and who is otherwise eligible for T. A. P. benefits shall 
receive T .A . P. benefits for whatever period is permitted under section 23.1 (b) for 
the employee to decide on transfer.

T. A. P. benefits paid out during the foregoing initial period shall be subject to re­
payment to the company upon the same conditions applicable to T .A . P. benefits 
generally, as hereinafter prescribed in section 25.4 (d).

(e) Employee must meet the requirements of the applicable unemployment compensation 
law as to active search for employment, if not employed elsewhere. Exhaustion of 
unemployment benefits shall not be considered as a disqualification for T .A .P . bene­
fits. Moreover, in the event that a State deems receipt of benefits herein provided 
as a basis for disqualification for unemployment benefits, such disqualification shall 
not in turn be deemed a basis for disqualification for these T .A . P. benefits.

25. 4 Amount and Period of Benefit

(a) Amount— T .A .P . benefits shall be $65 per week less unemployment benefits and/or 
earnings from other employment.

(b) Period— Length of T .A .P . benefits by years of continuous service:

Number of calendar weeks of 
eligibility after expiration of 

90-day notice period or permanent
Years of continuous service separation, whichever is later

5—15 ............................... ....... ......... ....................  26
15—20 ............................. ........... ...........- ............. 29
20-25 ---------------------- --------- --------- -------------- 33
25 and over ------------------------------------------------ 39

If, however, an employee refuses a proper offer of transfer to another plant made 
pursuant to section 23.1 in accordance with appropriate rules his T .A .P . benefit 
rights shall terminate. The automation committee shall formulate rules and pro­
cedures to govern such offers and their acceptance or refusal. Such rules shall 
not be inconsistent with the provisions contained in this section and section 23.1.

(c) An employee who transfers and is subsequently laid off at the plant to which he is 
transferred shall for the period of layoff draw whatever T .A .P . benefits he would 
have been entitled to continue to receive if he had not been transferred.

(d) (i) In the event that an employee entitled to register for transfer as provided in
section 23. 1 does not register, or upon registering subsequently refuses or 
fails to accept an offer to transfer, or withdraws his request to transfer, all 
T .A .P . benefits and allocable hospitalization premiums paid in behalf of such 
an employee shall be deducted from his separation pay calculated as pro­
vided in section 19. 3 of this master agreement.
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(ii) An employee who has registered for transfer but has not been transferred and 
has exhausted all T .A . P. benefits and unemployment benefits may receive 
separation pay calculated under the schedule appearing section 19.3 of the 
master agreement of 1959 with no T .A . P. benefit deductions. He may re­
ceive such separation pay in weekly installments of $65 or in a lump sum or 
such other installments as provided in section 19.4 of the 1959 master agree­
ment. Thereafter:

(a) If he continues to retain his transfer rights under section 23. 1 until the 
expiration of 2 years from the date of permanent separation, he shall upon 
the expiration of such 2-year period be entitled to receive the unpaid bal­
ance of such separation pay, if any, calculated under the schedule ap­
pearing in section 19.3 of the 1959 master agreement and shall have no 
obligation to repay any T .A . P. benefits which he may have received or 
allocable hospitalization premiums paid on his behalf.

(b) If he shall lose his transfer rights before the expiration of such 2-year 
period by reason of refusal of a transfer offer under section 23. 1, he 
shall be entitled to separation pay calculated under the schedule set forth 
in section 19. 3 of the present master agreement, less the amounts pre­
viously received in T. A. P. benefits, separation pay, and allocable pre­
miums for hospitalization, medical, and surgical coverage.

(c) If he shall be transferred pursuant to section 23. 1, then he shall have 
no continuous service credit at the new plant for purposes of pension or 
separation pay until he has repaid amounts theretofore received in sep­
aration pay.

(e) In the event that an employee who has received T .A . P. benefits shall, before having 
been transferred to any other plant, elect to retire under the terms of the pension 
plan, he shall repay all amounts received as T .A . P. payments and allocable hospi­
talization premiums paid on his behalf, before being eligible for pension benefits.

25. 5 Hospitalization and Group Life

An employee eligible for T .A . P. benefits shall be deemed eligible for hospitalization, 
medical, and surgical benefits at company expense for the period of time that he is eligible 
for T .A . P. benefits. For a period of 12 months following exhaustion of T .A . P. benefits, an 
employee may carry hospitalization, medical, and surgical coverage on a continuance basis 
at his own expense by payment of premiums monthly in advance on the same conditions cur­
rently applicable to employees on plant layoff status. Further, an employee eligible for 
T. A. P. benefits may carry group life insurance and health and accident insurance at his 
own expense by payment of premiums on the same conditions currently applicable to em­
ployees on plant layoff status.

From the agreement between
L UKENS S T E E L  COMPANY AND TH E  
U N I TE D  S TEELWO R K ER S OF AMERICA  
(expires June 1964)

Article XII 

Severance Allowance

A. Conditions of Allowance
When a department and/or a subdivision thereof is permanently shut down, meaning 

only the total and permanent discontinuance of operations therein (example: Such as the
discontinuance of the 84 inches and Universal Mills), and not the fluctuations of operations, 
an employee whose employment is terminated as a result thereof because he was not en­
titled to other employment with the company under the provisions of article XI (continuous 
service and seniority) of this agreement and paragraph B , shall be entitled to a sever­
ance allowance in accordance with and subject to the following provisions.
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B. Eligibility
Such an employee to be eligible for severance allowance shall have accumulated 

3 years or more of continuous company seniority in accordance with article XI (continuous 
service and seniority).

1. In lieu of severance allowance, the company may offer an eligible employee a new 
job. The employee shall have the option of either accepting such new employment 
or requesting his severance allowance. If such employee refuses to accept such 
other employment and takes his severance allowance in lieu thereof, his continuous 
service and seniority shall be deemed to have been broken as of the date of his 
acceptance of severance allowance, and, should he be reemployed at a later date, 
he shall start as a new employee with the company.

2. As an exception to paragraph 1 above, an employee otherwise eligible for severance 
pay who is entitled under article XI (continuous service and seniority) to a job of 
similar nature in another department or subdivision shall not be entitled to sev­
erance pay whether he accepts or rejects the transfer.

C. Scale of Allowance

An eligible employee shall receive severance allowance based upon the following 
weeks for the corresponding continuous company service:

Continuous company Weeks of severance
service (years) allowance

3 but less than 5 ------------------------ -------- -—- — 4
5 but less than 7 --------------------- —----------------- 6
7 but less than 10----—-------------- ------------------  7
10  or more— — — — — — — — — — —  8

D. Calculation of Allowance

A week’ s severance shall be determined in accordance with the provisions for cal­
culation of vacation allowance as set forth in article XIV (vacations).

E. Payment of Allowance
Payment shall be made in a lump sum at the time of termination.

F. Nonduplication of Allowance

Severance allowance shall not be duplicated for the same severance, whether the 
other obligation arises by reason of contract, law, or otherwise. If an employee is or shall 
become entitled to any discharge, liquidation, severance or dismissal allowance or payment 
of similar kind by reason of any law of the United States of America or any of the States 
or territories thereof subject to its jurisdiction, the total amount of such payments shall be 
deducted from severance allowance to which the employee may be entitled under this arti­
cle or any payment made by the company under this article may be offset against such pay­
ments. Statutory unemployment compensation payments shall be excluded from nonduplication 
provisions of this paragraph.

G. Election Concerning Layoff Status

Notwithstanding any other provisions of this agreement, an employee who would other­
wise have been terminated in accordance with the applicable provisions of this agreement 
and under the circumstances specified in article XII-A may at such time elect to be placed 
on layoff status for 30 days or to continue on layoff status for an additional 30 days if he 
had already been on layoff status. At the end of such 30-day period, he may elect to con­
tinue on layoff status or be terminated and receive severance allowance if he is eligible to 
any such allowance under the provisions of this article XII, provided, however, that any 
supplemental unemployment benefits payment received by him with respect to such 30-day 
period shall be deducted from any such severance allowance to which he would have been 
otherwise eligible at the commencement of such 30-day period.
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From the agreement between
UNION E L E C T R I C  COMPANY AND THE  
I N T E R N A T I O N A L  UNION OF O P E R AT I NG  ENGI NEERS  
(expires June 1965)

Section 26. Dismissal Pay

A regular employee who has been laid off because of lack of work shall have the 
right to elect to receive dismissal pay at the rate and under the terms and conditions here­
inafter set forth. Such dismissal pay shall be in lieu of his rights of reemployment and 
retention of seniority upon reemployment as provided in section 12 of article 7.

By his election to receive dismissal pay, the employee shall effectively terminate 
his status under this agreement (except for his right to receive the dismissal pay then 
elected). If he is subsequently reemployed, he shall be rehired as a new employee.

1. Dismissal Pay Allowances. A regular employee whose service with the company 
as a new employee (as set forth in article 7, section 5) exceeds 6 months, and who 
has been laid off because of lack of work, may receive dismissal pay in accordance 
with the following table. Any such employee who is eligible for early retirement 
under the provisions of the retirement plan may, and the company will consent, 
elect to retire and in that event he shall not be eligible to receive any dismissal pay.

Value of attained years 
of service

Completed years Total allowance
of service Days Hours in hours

1 /2 ------------------------------  5.0 40.0 20
1  --------------------------------  5 .0 40.0 40
2 ---------------------------------- 5.0 40.0 80
3 ---------------------------------- 5.0 40.0 120
4 ---------------------------------- 5.0 40.0 160
5  -------------------------------- 5 . o 40.0 200
6 ---------------------    5.4 43.2 259
7  -------------------------------  5. 8 46.4 325
8 -----------------   6.2 49.6 397
9 ---------------------------------- 6 .6  52.8 475
10 --------------------------------  7.0 56.0 560
11  --------------------------------  7.4 59.2 651
12 --------------------------------  7.8 62.4 749
13 --------------------------------  8.2 65.6 853
14 --------------------------------  8 .6  6 8 .8  963
15 ------------------------------  9. C 72.0 1,080
16 --------------------------------  9.4 75.2 1,203
17—...................................  9.8 78.4 1,333
18 --------------------------------  10.2 81.6 1,469
19 --------------------------------  10.6 84.8 1,611
2 0  ------------------------------  1 1 . 0  8 8 .0  1,760
2 1  ------------------------------  11.4 91.2 1,915
22 --------------------------------  11.8 94.4 2,077
23 --------------------------------  12.2 97.6 2,245
24 --------------------------------  12.6 100.8 2,419
25 --------------------------------  13.0 104.0 2,600
26 --------------------------------  13.4 107.2 2, 787
27 ------------------------------  13.8 110.4 2,981
28 --------------------------------  14.2 113.6 3,181
29 --------------------------------  14.6 116.8 3,387
30 --------------------------------  15.0 120.0 3,600
31 --------------------------------  15.0 120.0 3,720
32 --------------------------------  15.0 120.0 3,840
33 --------------------------------  15.0 120.0 3,960
34 ------------------------------  15.0 120.0 4,080
35 or more------------- ---- — 15.0 120.0 4,200

The total amount of dismissal pay shall be computed on the basis of the employee’ s 
"dism issal hourly rate. "  This rate shall be his hourly base rate of pay (including 
shift component if classified on a shift job for 12 months prior to date of layoff), as 
of the date of layoff, or the average straight-time rate of pay which he has re­
ceived for the 60-month period prior to date of layoff, whichever is the greater.
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2. When Employees Are Not Eligible for Dismissal Pay.
It is recognized that under the terms of the labor agreement, with respect to 
demotions and layoffs, employees shall first exercise their seniority rights to 
the fullest extent. Loss of a particular job is not a layoff if employment is 
available by the exercise of seniority rights, even though the job to which the 
employee might be entitled through the exercise of his seniority rights pays 
a lower wage rate than he had formerly received, and such an employee is 
not eligible for dismissal pay.
No employees whose services are terminated for any of the following causes 
shall be eligible to receive dismissal pay:

(1) Voluntary quitting or resignation;

(2) Discharge for cause;

(3) Death;

(4) Retirement or early retirement under the provisions of the company’ s 
retirement plan;

(5) Physical disability; (Employees who are physically able to perform the 
work of the job in which they are classified, but who are laid off be­
cause that job is abolished and they are not physically able to perform 
the work of other jobs, shall not be considered as terminated because of 
physical disability and shall be entitled to dismissal pay. Employees 
absent on sick leave, or on account of temporary physical disability at 
the time they are laid off for lack of work, shall not be considered as 
terminated on account of physical disability and shall be entitled to dis­
missal pay under the provisions of this procedure.)

(6) Failure to report for work after termination of a leave of absence or a 
sick leave;

(7) Failure to report for reemployment in accordance with section 12 of 
article 7.

(c) No employee shall be eligible to receive dismissal pay during any period while 
he is receiving unemployment compensation under State laws, or Federal social 
security old-age primary insurance benefits.

3. Method of Payment of Dismissal Pay. Employees eligible for dismissal pay and who 
elect to receive it shall be paid on the payday following date of layoff the amount 
of dismissal pay to which they may be eligible up to and including 325 hours, " com­
puted at their dismissal hourly rate, ” and thereafter on each subsequent payday 
the sum of 60 times their "dism issal hourly rate" until the total amount of dis­
missal pay for which they are eligible shall be exhausted, or until as vested em­
ployees they may become eligible for early retirement. In the event of the death 
of an employee while receiving dismissal payments, such payments shall cease; 
except that in the event such employee is married or has unmarried children under 
age 21 at the time he is laid off, then such payments shall be continued to the ex­
tent of the amount remaining in accordance with the schedule included in (l) , solely 
to the wife while living and unmarried, or, in the event of her death or remarriage, 
the payments shall be equally divided between such unmarried children of the em­
ployee until they reach the age of 21.

4. Deferment of Dismissal Pay. An employee upon being laid off for lack of work 
shall have the right to elect either (a) to receive dismissal pay or, if eligible, to 
accept early retirement as provided in paragraph 1, or (b) to defer acceptance of 
either dismissal pay or early retirement if eligible and thereby for the time being 
retain all rights to return to work to which such an employee may be entitled under 
the provisions of section 12 of article 7. If an employee defers acceptance of dis­
m issal pay and in the meantime is offered an opportunity to return to work and fails 
to return to work within 30 days of notification to do so, such an employee shall 
have forfeited all rights under this procedure and no dismissal pay shall be payable.

( a )

(b)
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5. No Assignment of Dismissal Pay. Dismissal payments shall not be assignable 
whether by voluntary action or by operation of law.

6. Employees Age 65 or Over. It is the intention of the company, when layoffs of 
employees may be necessary among employees represented by the union, and these 
layoffs may be reduced in number or eliminated through retirement of employees 
65 years of age and older, to exercise the company’s right of discretion to re­
quire the retirement of such over-age employees and thus lessen the number of 
layoffs which might otherwise be necessary.

7. Transfer of Company Property to a Third Party. The termination of an employee's 
service with the company because of the transfer of company property to a third 
party who continues to operate such property will not constitute a layoff. However, 
if his employment with the third party is terminated (a) under circumstances that 
would have entitled him as an employee at Union Electric to dismissal pay under 
the provisions of this section 26 and (b) prior to expiration of a period of em­
ployment with the third party equal to the "Total Allowance In Hours" to which he 
would have been entitled under paragraph 1 at the time of such transfer of property, 
then the company will make a dismissal allowance to such employee as follows: The 
amount shall be that determined on the basis of said "Total Allowance In Hours" re­
duced by (a) the straight-time hours during which he was employed by the third party 
and (b) any dismissal payments made by said third party. Payments shall be made 
in accordance with the provisions of paragraph 3.

8. When Provisions of this Section 26 Do Not Apply. The provisions of this section 26 
do not automatically apply in those cases where an employee has been laid off due 
to lack of work resulting from any law, ordinance, rule, regulation, order or 
directive of any Federal, State, municipal or any other civil or military authority, 
or from union jurisdiction award, but in such cases the company and the union shall 
negotiate to determine what, if any, dismissal allowances shall be payable.

From the agreement between
M E R G E N T H A L E R  L I N O T Y P E  COMPANY AND 
I N T E R N A T I O N A L  UNI ON,  U N I T ED  A UT O M O BI L E ,  
AEROSPACE AND A G R I C U L T U R A L  I M P L E M E N T  
WORKERS OF AMERI CA  
(expires February 1965)

Section 14. Severance Allowance
(a) If prior to July 7, 1965, substantially the entire Matrix manufacturing plant of the 

employer now located at 29 Ryerson St. , Brooklyn, N. Y. , and/or substantially the 
entire manufacturing plant of the employer now located at Old Country Road, Plain- 
view, Long Island, N. Y. , is physically moved by the employer to a location which is:

(i) Not within 50 airline miles of either of the two present plant locations referred 
to above, this agreement and the union representation thereunder (if still in 
effect) shall thereupon not apply at such new location and each employee of such 
present plant or plants so moved (including employees on military leave with 
reemployment rights under law, and including employees on layoff for not more 
than 1 year on the date of the move, but excluding employees who (except for 
those on military leave) have not actually worked for the employer at the pres­
ent plant or plants so moved within a period of 1 year prior to the date of the 
move), who then have 5 years or more accumulated service with the employer, 
shall, subject to all the conditions hereinafter specified, be entitled to a sev­
erance allowance in accordance with the following table:

Total accumulated
service (years) Severance allowance

5 but less than 1 0 ----—------------------------------- $45 for each full year of service.
10 but less than 2 0 ------——— — — — — $450 plus $55 for each full year

over 10 .
20 or more----------------———— — ------ -—-  $1,000 plus $65 for each full year

over 20.
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(ii) Within 50 airline miles of either of the two present plant locations referred 
to, this agreement and the union representation thereunder (if still in ef­
fect) shall extend to such new location, but any active employee who has 
5 years or more accumulated service and resides at the time the move is 
announced by the employer over 50 miles by the shortest usual route of travel 
from the new location and who elects not to continue as an employee at the 
new location, shall be entitled to a severance allowance in the amount set forth 
in the table in subparagraph (i) for his number of years of accumulated serv­
ice. For any employee who would qualify for such an election except for 
the fact that he is on layoff for not more than 1 year or military leave at the 
time of move, the election shall be postponed until he is recalled or reem­
ployed provided he is still residentially qualified.

The employer will not, except as provided in paragraph (c) below, move a plant or 
plants referred to in this section 14 in the period beginning February 7, 1965, and 
ending July 7, 1965 (both dates inclusive), without giving the union written notice 
thereof at least 75 days prior to February 7, 1965, stating the date, place, and 
plant involved ahd thereupon this agreement shall be automatically extended as to 
all its terms to and including the date so specified.

If the employer does not give a notice under paragraph (b), then if the employer 
moves a plant or plants referred to above in the period beginning February 7, 1965, 
and ending July 7, 1965 (both dates inclusive), the provisions of this section 14 for
severance allowance shall apply to such move, but for the purposes of this para­
graph (c) only, the contingency specified in paragraph (f) hereof shall be deemed 
not to be unsatisfied by reason of an authorized strike.

•'Accumulated service" for the purposes of this section 14 shall be computed in the 
same manner as maximum seniority under schedule A, section 2, seniority of this 
agreement or as credited service under the pension plan, whichever is greater, ex­
cept that the total figure shall be rounded off to a full year, a half year or more 
being counted as a full year and less than a half year being disregarded.

If the pension plan is terminated by reason of the move, then the severance allowance 
computed as payable to any affected employee shall be reduced by the share, if any, 
of the assets of the pension plan allocable to the same employee, provided that such 
share is paid in cash, without deferment, or such payment is prevented by the union- 
designated members of the Joint Pension Board. If the pension plan is not terminated, 
such severance allowance shall be reduced by the actuarial value of the normal re­
tirement immediate pension or early retirement immediate pension, if any, to which 
the employee is then entitled.

Payment of such severance allowance will be contingent upon the employee remaining 
at or available for work and performing normally his assigned duties until he is re­
leased from employment by the employer by reason of the move. An employee who 
voluntarily accepts employment at another plant of the employer covered by this 
agreement shall be deemed to have waived the severance allowance which would have 
otherwise been payable hereunder.

Any employee who accepts a severance allowance as computed under this section 14 
shall cease to be an employee and all his seniority rights with the employer shall 
thereupon terminate. Receipt and retention for 30 days of a severance allowance 
shall be deemed an acceptance.

For the purposes of this section 14 a move shall be deemed to be made when by 
reason of the move (i) substantially all the equipment of any plant or plants of the 
employer as referred to in this section 14 is moved or (ii) the employment of sub­
stantially all the employees of any plant or plants of the employer as referred to 
in this section 14 is terminated, whichever is sooner.

For the purposes of this section 14 the establishment by the employer of another 
plant or other plants in the United States of America and not within 50 airline miles 
of either of the two present plant locations referred to above, resulting in substantial 
curtailment of employment at either of such two present plants referred above due 
to transfer of production from either of such two present plants referred to above, to
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such other plant or plants, shall be considered the physical moving of substantially 
the entire plant, and the employees of such present plant or plants so moved (includ­
ing employees on military leave with reemployment rights under law, and including 
employees on layoff for not more than 1 year on the date of the move but excluding 
employees who (except for those on military leave) have not actually worked for the 
employer at the present plant or plants so moved within a period of 1 year prior 
to the date of the move), who then have 5 years accumulated service and are termi­
nated by reason of the move shall, subject to all the conditions of this section 14, be 
entitled to a severance allowance under this section 14.

(i) Nothing contained in this section 14 shall in any way add to or subtract from 
any rights or options which, absent this section 14, the employer, the union 
and/or any employee may have with respect to employment rights, if any, at 
a location not within 50 airline miles of either of the two present plant loca­
tions referred to, except that, an employee who accepts a severance allow­
ance under this section 14 shall be deemed to have waived, completely and ir ­
revocably, any and all employment rights at the new location.

From the agreement between
P E P P E R E L L  M A NU F A C T UR I N G  COMPANY AND 
U N I TE D  T E X T I L E  WORKERS OF AMERICA  
(expires Apri l  1966)

Article XXVI

Retirement and Separation Pay

The employer will pay retirement separation pay to each of its employees who, having 
attained the age of 62 voluntarily retires from active employment in the mill and have, at 
the time of their retirement, completed 15 years of service in the mill with an average em­
ployment of 1,000 hours or more for each service year. The amount of the retirement sep­
aration pay shall be 1 week's pay for each service year with a maximum of 20 weeks' pay.

A week's pay for an hourly worker shall be 40 times his hourly rate of pay, and 
for a piece or incentive worker it shall be 40 times his average straight-time hourly earnings, 
exclusive of overtime for the social security quarter next prior to the quarter in which 
he retires.

From the agreement between
C I N C I N N A T I  AND SUBURBAN T E L E P H O N E  
COMPANY AND THE COMMUNI CATI ONS  
WORKERS OF AMERI CA  
(expires September 1966)

D-11.10 Termination Allowance

D - l l .  11 Regular employees, having 1 year or more of net credited service, who are laid 
off because of lack of work shall be given a lump-sum termination allowance based on 
the employee's net credited service and basic wage rate at the time of separation, 
computed as follows:

(a) For each year of net credited service, up to and including 4 years, 1 week's pay.
(b) For each additional year of net credited service in excess of 4 years up to and 

including 10 years, 2 weeks' pay.
(c) For each additional year of net credited service in excess of 10 years up to and 

including 14 years, 3 weeks' pay.
(d) For each additional year of net credited service in excess of 14 years, 4 weeks' 

pay.
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0-1 1 .  12 When the employee's net credited service exceeds a whole number of years, the 
excess shall not be counted unless it exceeds 6 months, in which case it shall be 
counted as a full year.

D - l l .  13 The termination allowance shall be in addition to those amounts actually earned 
by the employee including any payment for vacation to which the employee is entitled 
at the time of separation.

D - l l .  14 If a former employee who has received a termination allowance is reengaged 
and the number of weeks since the date of separation is less than the number of weeks 
upon which his termination allowance was based (less vacation if any), the amount 
paid to the employee for the excess number of weeks shall be considered as an ad­
vance to him by the company and shall be repaid through payroll deductions at the rate 
of 10 percent of his basic wage rate each week until the amount is fully paid.

D - l l .  15 When a former employee who has received a termination allowance is reengaged 
as a regular employee, such employee shall be entitled to a termination allowance 
for a subsequent separation from the force based in each case on the period of com­
pleted service between the dates of the employee's most recent engagement and sep­
aration as follows:

(a) Service less than 1 year— that portion of a previous termination allowance which 
was repaid to the company as provided in paragraph D - l l .  14.

(b) Service of 1 year or more— termination allowance as prescribed in paragraph 
D - l l .  11 plus that portion of a previous termination allowance which was repaid 
to the company as provided in paragraph D - l l .  14.

From the agreement between
KOLLSMAN I N ST R UM E N T C OR PO R A T I ON  AND 
T H E I N T E R N A T I O N A L  ASSOCIATION OF 
MACHINISTS AND A E R OS P A C E  WORKERS  
(expires June 1965)

Article XXVI

Severance Pay

26. 1 The company shall grant 1 week's pay to all employees in the bargaining 
unit who are laid off in accordance with the provision of this contract providing that they 
have 2 years or more of service, but less than 4 years of service with the company.

26. 2 The company shall grant 2 weeks' pay to all employees in the bargaining unit 
who are laid off in accordance with the provisions of this contract providing that they have 
4 years or more of service.

26. 3 (a) An employee who has been laid off and received severance pay will, im ­
mediately upon being recalled, begin to accumulate new eligibility for severance pay. (Serv­
ice prior to recall shall not be credited in determining eligibility for additional severance pay.)

(b) An employee who is laid off while on leave of absence shall not receive 
severance pay except if the leave of absence is for personal illness or if the stated term 
of a personal leave of absence expires 1 month or less after the layoff. This section does 
not apply to maternity leaves.

26.4 It is further agreed that the schedule herein set forth will not be utilized in 
layoffs of less than 1 month's duration, providing that the company at the time of layoff 
notifies the employee to report for work in less than 30 days from the effective date of the 
layoff. In every other instance severance payment shall be made in accordance with the 
schedule set forth above.

26. 5 Voluntary quitting or discharge shall not be considered layoff to entitle an 
employee to severance pay.
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From the agreement between
SOUTHERN B E L L  T E L E P H O N E  AND 
T E L E G R A P H  COMPANY AND THE  
COMMUNI CATI ONS WORKERS OF AMERICA  
(expires November 1966)

Article 8

Employment Termination

8. 01 Termination Allowance * 11

A. A termination allowance shall be paid to a regular or temporary employee whose 
service is terminated under any of the conditions outlined below:

1. Laid off or separated in conformity with 7.01.

2. Retired at age 65 without a pension.

3. As an inducement proposed, or agreed to, by the company to an employee to resign 
because of inability or unadaptability to perform properly the duties of the job as dis­
tinguished from misconduct.

4. Dismissed except for misconduct as distinguished from inability or unadaptability to 
perform properly the duties of the job.

5. Upon exhaustion of the leave limits under 6.01 C for a leave of absence granted to 
an employee of 8 years or more net credited service when the employee is not offered 
work in the same, an equal or lower rated job in the exchange from which the leave 
was granted in the case of a female employee or in the State from which the leave was 
granted in the case of a male employee.

a. Such employee must have indicated, at the time the leave was granted, a reasonable 
expectancy to return to work.

b. Such employee shall have experienced no impairment during the time of such leave 
of absence which would render him unqualified to do the work.

c. Such employee shall not have been guilty of misconduct during the leave of absence 
which would be proper cause for discharge.

B. Termination allowances due under 8. 01 A 1 and 8.01 A 2 shall be at the basic 
pay rate of the employee at the time of the service termination and shall be in accordance 
with the following:

Completed net 
credited service

Number 
weeks' pay

Completed net 
credited service

Number 
weeks' pay

6 months — — —
21 year

____ _ 3-1/2
 ̂rai! _______ 4

5 ^-cor 6
6 ^-car ̂years

10
£ ^-car 12

_______ 159 year
10 years-----—- ——------------ 18

1 1  years —-------------------------  21
12 years------------—------    24
13 years —— —— — — —  27
14 years ——— — — —  30
15 years ——- ——— -----—-  33
16 years — — —— —— — 36
17 years----—— — ------ 39
18 years —— — — —  42
19 years —----—— —- —— 46
20 years —----——-------- -—-  50
Additional weeks' pay for each

year over 2 0 ---------------------  4
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C. Termination allowances due under 8.01 A 3 ,  8.01 A 4 and 8.01 A 5 shall be 
at the basic pay rate of the employee at the time of the service termination and shall be in 
accordance with the following:

Completed net Number
credited service weeks of pay

6 months-----------------------------  0
1 year--------------------------------  1
2 years------------------------------- 2
3 years------------------------------- 3
4 years------------------------------- 4
5 years------------------------------- 5
6 years------------------------------- 6
7 years------------------------------- 7
8 years------------------------------- 8
9 years------------------------------- 9
10 years-----------------------------  11
11 years-----------------------------  13

Completed net Number
credited service weeks of pay

12 years-----------------------------------  15
13 years----------------------------------- 17
14 years-----------------------------------  19
15 years-----------------------------------  22
16 years-----------------------------------  25
17 years----------------------------------- 28
18 years----------------------------------- 31
19 years----------------------------------- 35
20 years-----------------------------------  39
Additional week's

pay for each year
over 2 0 -----------------------------  4

D. Termination allowance paid under 8.01 B and 8.01 C above, are subject to the 
following conditions:

1. An employee who has his service terminated in accordance with 8.01 A or 7.04 after 
having been reengaged from  a previous service termination under the conditions outlined 
in 8.01 A or 7.04, shall be paid the difference between the amount computed as his ter­
mination allowance and any previous termination payments he may have received on a c­
count of previous service terminations.
2. If an employee has received a termination allowance under 8.01 B or C and returns 
to the employ of the company in a lesser number of weeks than he was paid for in his 
termination allowance, he shall repay the company the difference between the net amount 
of the termination allowance paid to him and the amount of his basic wage rate for the 
period off the payroll.

a. In lieu of cash payment such repayment may be made through payroll deductions 
in an amount not less than 5 percent nor m ore than 10 percent of the basic wage 
per week or per month.

From the agreement between
P A R K E - D A V I S  AND COMPANY AND THE  
OIL,  C H EMI CA L AND ATOMIC WORKERS  
I N T E R N A T I O N A L  UNION 
(expires April  1965)

Section 7. Severance Plan. In recognition of the fact that economic factors, avail­
ability of raw materials or markets, productivity, new processes or methods, governmental 
program s or restrictions, or other reasons related to competitive position in the industry, 
may from  time to time require the company to discontinue or to relocate an operation, plant 
or department, and in an effort to minimize the impact and alleviate the effect on those 
individuals whose jobs may be affected by such action, the company agrees to the following 
severance plan which the affected individual may elect in lieu of exercising his seniority or 
"bumping11 rights. An employee directly affected by such a move who does not exercise his 
seniority rights, may at the time of his displacement waive all reemployment rights and 
in lieu thereof accept severance pay as follows:

Years of service Weeks of pay Years of service Weeks of pay
Less than 2 ------------ ----------  o 9-10-------------------- --------- 9
2 3 2 10—11 10
3—4 --------------------- ----------  3 11-12------------------
4 -5 --------------------- 12-13------------------
5 -6 --------------------- ----------  5 13-14------------------
6 -7 --------------------- ----------  6 14—15 ------------------
7 -8 --------------------- ----------  7 15-16 ------------------ ---------  15
8 -9 --------------------- ----------  8 16 or over — ——----------  16
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A week’ s pay shall be construed to mean 40 hours at the employee’ s base rate plus 
cost-of-liv ing allowance if any, but exclusive of shift premiums or overtim e.

Section 8. Layoff Allowance Pay. The company will grant layoff allowance pay to 
employees laid off, other than temporary, due to lack of work in accordance with the following 
schedule:

Amount of layoff
Length of continuous service allowance pay

as of date of layoff 1 (hours)

6 months but less than 1 year-------—----——----------------  40
1 year but less than 3 years ----------- —----------- -------------- 80
3 years but less than 5 years---------- ------- ----—-----------— 120
5 years but less than 10 years--------------------------------- —-  160
10 years but less than 15 years----—- —---- ------------—----  200
15 years but less than 20 years — — — — — ——— — 240
20 years but less than 25 years---- —- ———— ———— 280
25 years and over —— ——— — — —— ———  320

* An employee's company seniority shall be used for the purpose of 
computing the layoff allowance pay.

The amount of layoff allowance pay shall be computed on the basis of the employee’ s 
base rate (exclusive of shift premium at the time of layoff).

The layoff allowance will be paid starting with the second full week of layoff on a 
weekly basis of 8 hours’ pay until the employee’ s allowance according to the above schedule 
is fully paid out. If an employee is recalled to work and subsequently laid off, he will be 
eligible for the allowance set forth in the schedule, less any amounts previously paid.

An employee eligible for and who elects severance pay (art. XIV, sec. 7) is not 
eligible for a layoff allowance pay, and vice versa.

Section 9 . The failure to incorporate in this agreement existing privileges of em ­
ployees shall not be construed as a basis or justification for discontinuing such existing 
privileges. An existing privilege is hereby defined to mean only such privileges of em ­
ployees which are not the subject matter of any of the provisions of this agreement, the 
memorandum agreement on pensions or the insurance agreement, and which are given offi­
cial recognition by the company at the date hereof:

1. In any written document made generally available to all employees.

2. In a specific written agreement between the company and the union.

3. In a written memorandum or letter addressed by the company to the union with re ­
spect to its employees generally.

4. In a written memorandum or letter addressed by the company to the union or to the 
employees of a given department with respect to all of the employees in that department.

5. By virtue of uniform and consistent action taken by the company over an extended 
period of time.

Section 10. The parties hereto agree that the wage structure herein set forth is 
fully in accord with the principle of equal pay for equal work regardless of sex; and agree 
further to recognize and apply the principle of equal pay for equal work regardless of race, 
color, or creed.
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From the agreement between
G E N E R A L  E L E C T R I C  COMPANY AND THE  
I N T E R N A T I O N A L  UNION OF E L E C T R I C A L ,  
RADIO AND MACHI NE WORKERS  
(expires October 1966)

XXII— Income Extension Aid 1 2 3

1. General. An employee with 3 years or m ore of continuous service will, in a c­
cordance with the provisions hereinafter set forth, have available an income extension a r­
rangement for use in the event of layoff for lack of work or plant closing.

2. Computation of Income Extension Aid. (1) The income extension aid shall be 
computed on the basis of 1 week's pay for each of the employee's full years of continuous 
service plus V4 of a week's pay for each additional 3 months of continuous service at the 
time of layoff. A "week's pay" for a salaried employee shall be the higher of (a) the em ­
ployee^ normal straight-time weekly salary for the last full week worked by him or (b) the 
em ployee's average straight-time weekly salary for the last 6 months worked by him. A 
"week's pay" for an hourly employee on daywork shall be calculated by multiplying the higher 
of (a) his straight-time hourly rate which he was paid during the last week worked by him 
or (b) his average straight-time hourly rate which he was paid for the last 6 months worked 
by him times the number of hours in the employee's normal workweek, up to 40 hours. A 
"week's pay" for an hourly employee on incentive shall be calculated by multiplying the higher 
of (a) his average straight-time earning rate obtained from the last available periodic sta­
tistics applicable to time worked by him during his last week worked or (b) his average 
straight-time earning rate obtained from  such statistics applicable to time worked by him 
during the last 6 months, times the number of hours in the em ployee's normal workweek, 
up to 40 hourg.

(2) If the amount of income extension aid available to an employee as computed 
in subsection 1, has been reduced by payment under any of the options of the plan, then, upon 
his return to work following a layoff, the amount available shall be increased at the rate of 
2 weeks' pay per year (V2 week per calendar quarter) of continuous service which he accrues 
following his return from  layoff, until the total amount available equals 1 week's pay times 
the sum of (i) his continuous service prior to such layoff, and (ii) his continuous service 
credited to him following his return from layoff and thereafter, at the normal rate specified 
in subsection 1. This subsection (2) shall not apply where payments have been made under 
subsection 3(d) or under plant closing section 4 where the employee is rehired within 6 months 
of termination, except, that when an employee makes repayment of benefits paid under such 
subsection 3(d) or section 4 this subsection 2 shall apply when he returns to work with re ­
spect to a subsequent layoff.

3. Benefits Available at Layoff. (1) An eligible employee laid off for lack of work, 
may elect from  the following:

(a) He may enter upon a course of instruction at a recognized trade or professional 
school in which event payments will be made to such school from  the income extension 
aid available to him (while he has continuity of service), upon written request therefor 
by the employee, to be applied to reasonable tuition charges and any other reasonable fees 
directly associated with the courses charged by the school.

(b) If he remains on layoff from the company after his entitlements to State or Federal 
unemployment compensation benefits have been exhausted payments from  the income ex­
tension aid available to him will be made, if he wishes, providing that he certifies that 
he is still unemployed and has exhausted his entitlement to any State unemployment com ­
pensation benefits. Such payments shall be made weekly, for as long as such unem­
ployment continues, in amounts equal to one-half of the employee's weekly pay as defined 
in section 2 until the full amount for which he qualifies is paid.

(c) In any event, at the end of 1 year on layoff, any balance in the income extension 
aid available to him not theretofore paid will be paid in a lump sum to the employee.

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



87

(d) As a special option, he may choose, within the appropriate 60-day period specified 
below to terminate his employment and thus forego recall rights and any benefits under the 
pension plan except as noted below. He can then immediately collect the total amount of 
the income extension aid available to him, his contributions to the pension plan and any 
vacation or other accumulated allowances due him. If he has rights under the vesting 
provision of the pension plan, he may prefer not to withdraw his pension contributions 
so as to protect his pension rights thereunder. This option (d) will be available to an 
employee only (i) within a 60-day period after his layoff begins and management deter­
mines and notifies him at time of such layoff that his layoff is expected to exceed 6 months 
or (ii) if no such notice is given then within a subsequent 60-day period commencing 
on the date management first notifies him that his layoff is expected to exceed 6 months 
or (iii) if no notice has been given as described in (i) or (ii) then within a 60-day period 
after the date on which his layoff has continued for an uninterrupted period of 6 months.

(2) An employee will not be entitled to receive any payments under the income 
extension arrangement after he has reached normal retirement age.

(3) Income extension payments made under subsections (a), (b), and (c), above, shall 
not affect service credits previously accumulated, continuity of service and recall rights. It 
will not be necessary for an employ6e to repay any income extension aid payable under said 
subsections (a), (b), and (c) above.

4. Benefits Available at Plant Closing. Whenever the company decides to close a 
plant, the company shall give notice of its decision to the union, the local or locals in­
volved and the employees concerned. Thereafter, as the company, in the course of such 
plant closing, no longer has need for the work then being done by an employee, his employ­
ment by the company may be terminated, subject to compliance with the provisions of this 
section 4.

(1) Each employee shall be given at least 1 week’ s advance notice of the specific 
date of his termination.

(2) An eligible employee whose employment is terminated because of plant closing 
shall be entitled to the income extension aid in a lump sum, for which he is eligible as de­
scribed above, and the full vacation allowance for which he might have qualified during the 
calendar year in which his employment is terminated, and any other accumulated allowances 
due him, provided that he:

(a) After the announcement of the plant closing, continues regularly at work for the
company until the specific date of his termination, or

(b) Fails to continue regularly at work until the specific date of his termination due to 
verified personal illness or leave of absence, or

(c) Is on layoff for lack of work at the time of the plant closing.

(3) Such employee may request that his date of termination be advanced so that he
can accept other employment and the local management will give due regard to this request.

(4) An eligible employee who will become eligible for optional retirement under the 
pension plan within 1 year either (i) from the time his employment would have been term i­
nated as a result of a plant closing or (ii) from the time of his layoff if this is prior to the 
date of plant closing, and who meets the conditions specified in subparagraphs (a), (b), and
(c) of subsection (2), may receive any income extension aid to which he is entitled under 
section 4 and later elect optional retirement when he reaches optional retirement age. His 
service would be protected until such age.

5. Vested Rights Under Pension Plan. The receipt of income extension aid will not 
affect any rights the employee may have under the vesting provision of the pension plan.
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6. Lump-Sum Payments, Service credits previously accumulated, continuity of 
service , and recall rights will be lost upon receipt by the employee of an income extension 
aid payment in lump sum under section 3(d), or payment under the plant closing section 4. 
However, in the event of subsequent rehire as a "new" employee within 5 years of any such 
termination, service credits and recall rights previously lost shall be restored provided re ­
payment of the income extension aid is made by the employee within a reasonable time after 
rehire. However, service credits, continuity of service and recall rights lost at termination 
upon receipt of payments under plant closing section 4 shall be restored automatically with­
out repayment in the event of subsequent rehire m ore than 6 months after such termination.

7. Nonduplication. If any part of an employee's continuous service is used as the 
basis for an actual payment under any of the options of the income extension aid arrangement, 
that part of his continuous service may not be used again for such purpose, either during that 
period of layoff or any subsequent period of layoff or plant closing, unless repayment has 
been made as provided in section 6 above.

8. Definitions: Plant C losing. The terms "plant closing" and "to close a plant"
mean the announcement and carrying out of a plan to terminate and discontinue all com ­
pany operations at any plant, service shop, or other facility.

Such terms do not refer to the termination and discontinuance of only part of 
the company's operations at any plant, service shop, or other facility nor to the termination 
or discontinuance of all of its form er operations coupled with the announced intention to 
commence there either larger or smaller other operations. Any employees released'by such 
latter changes will be considered as out for lack of work and will be subject to provisions 
applicable to those on layoff for lack of work.

9. Other. The provisions of this article shall not be applicable where the com ­
pany decides to close a plant or layoff an employee because of the company's inability to 
secure production, or carry  on its operations, as a consequence of a strike, slowdown, or 
other interference with or interruption with work participated in by employees in a company 
plant, service shop, or other facility. However, the operation of this section shall not affect 
the rights or benefits already provided hereunder to an employee laid off for lack of work, 
prior to the commencement of any such strike, interference, or interruption.

10. A grievance arising under this article may be processed in accordance with the 
grievance procedure set forth in article XIII. However, no matter or controversy concerning 
the provisions of this article or the interpretation or application thereof shall be subject to 
arbitration under the provisions of article XV hereof, except by mutual agreement.
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Appendix B. Selected Funded Severance and Layoff 
Benefit Plans Reproduced in Full

From the agreement between
G E N E R A L  MOTORS C OR PO R AT I ON  AND THE  
I N T E R N A T I O N A L  UNION,  U NI TE D  A U T OM OB I L E ,  
AER OSPA C E AND A G R I C U L T U R A L  I M PL EM E N T  
WORKERS OF AMERICA  
(expires August 1964)

Article IX

Separation Payment23

Section 1. Eligibility

An applicant who is in active service, or is on the active employment roll, on or 
after September 1, 1958, shall be eligible for a separation payment provided that:

(a) On or after September 1, 1958, he:

(1) Is laid off from the company and subsequent thereto is on layoff from the 
company for a continuous period of at least 12 months (or such shorter pe­
riod as m aybe determined by the company with respect to subsection (e) of 
this section 1), provided that such layoff is not a result of any of the c ir ­
cumstances or conditions set forth in subsection (3) of section 2(a) of arti­
cle V, or

(2) Is retired on or after age 60 or is automatically retired, but is not eligible 
to receive a monthly pension or a monthly retirement benefit under any com ­
pany plan or program then in effect, or

(3) Becom es disabled and would be eligible for total and permanent disability 
benefits under any company pension plan or retirement p r o g r a m  then in effect 
except that he does not have the years of credited service required to be e li ­
gible for such benefits under the provisions of such plan or program ; and

(b) He had 2 years or more of seniority on the last day he was in active service or, 
if later, the last day he was on the active employment roll, and such years of 
seniority have not been broken, except by retirement, on or prior to the date on 
which application is made to the company pursuant to subsection (e) of this s e c ­
tion 1; and

(c) He is not eligible to receive a monthly pension or a monthly retirement benefit 
other than a deferred pension or a deferred retirement benefit under any com ­
pany plan or program then in effect; and

(d) He has not refused an offer of work pursuant to any of the conditions set forth 
in subsection 4 of section 2(b) of article V, provided that any such refusal is on 
or after the last day he worked for the company, and prior to the earliest date 
on which he can make application pursuant to the provisions of subsection (e) of 
this section 1, and provided that refusal by a person after he has retired shall 
not result in ineligibility for a separation payment; and

23 As a result of the agreement reached in October 1964, severance payments increased about 40 percent above those in the 
schedule illustrated here and the waiting period for eligibility declined from 2 years to 1 year. The new agreement was not received 
in time for inclusion in the present study.
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(e) He has made application for a separation payment, in accordance with the p ro ­
cedure established by the company, subsequent to 12 months from the com m ence­
ment date of layoff, retirement, or disability, or any combination thereof, pur­
suant to the provisions of subsections (a)(1), (a)(2), and (a)(3) of this section 1, 
and prior to 24 months from such commencement date unless the company deter­
mines that his prospects of reemployment by the company are such that appli­
cation should not be deferred and allows him to apply at an earlier date, except 
that if such commencement date is prior to March 1, I960, the "24 months" 
requirement herein shall be "18 months;" and

(f) His application is received by the company during a pay period when the credit 
unit cancelation base for such pay period is equal to or in excess of $41.60 
(provided, however, that applications of otherwise eligible employees received 
during a pay period in which the credit unit cancelation base is less than $41.60 
shall becom e payable in order of dates of receipt by the company if, but only 
during the period or time when, the credit unit cancelation base becom es equal 
to or in excess of $41.60).

When the credit unit cancelation base becom es equal to or in excess of $41.60 
such separation payments shall have priority of payment over any other appli­
cations for separation payments; and if, in the opinion of the company and the 
union, assets in the trust fund are or may become insufficient to pay benefits 
and separation payments with respect to all applications then on file , the com ­
pany by mutual agreement with the union may take such action as it deems ap­
propriate, including deferral of payment of benefits otherwise payable, to fa c ili­
tate the priority of payment of separation payments over benefits. The amount 
of any separation payments or benefits, or both, so deferred in payment shall 
be deducted, for the purpose of calculating the credit unit cancelation base, from 
the amount of assets in the trust fund. Nothing in this subsection (f) shall be 
construed to alter in any respect the provisions of section 1 of article XI.

Section 2. Payment

(a) A separation payment shall be payable only from the fund and in a lump sum.
(b) Determination of amount.

(1) With respect to separation payments made by the company on and after Janu­
ary 1, 1962, the amount of a separation payment shall be determined by
multiplying (i) the applicants base hourly rate (plus the cost-of-liv ing allow­
ance in effect on the last day he worked for the company but excluding all 
other premiums and bonuses of any kind) by (ii) the applicable number of 
hours' pay as shown in the following table. If the credit unit cancelation 
base as of the date application is received by the company is below $ 160, 
the amount of such separation payment shall be reduced by 1 percent for 
each full $1 .60  by which the credit unit cancelation base is less than $160 
as of such date; provided, however, that with respect to separation payments 
deferred under section 1(f) of this article, the credit unit cancelation base 
in effect as of the date the draft in payment of such separation payment is 
issued by the company shall be used in the above computation in lieu of such 
credit unit cancelation base on the date application was received:

Separation payment table

Years of seniority Years of seniority Years of seniority
on last day worked Number of on last day worked Number of on last day worked Number of

in a bargaining unit hours' pay in a bargaining unit hours' pay in a bargaining writ hows' pay

Less than 3 --------------—• 50 12 but less than 13———— 363 22 but less than 2 3 -------- 900
3 but less than 4 -------— 75 13 but less than 14---------— 406 23 but less than 2 4 ----- -- 969
4 but less than 5 —— — 100 14 but less than 15— — 450 24 but less than 2 5 -------- 1,038
5 but less than 6 ----------- 125 15 but less than 16—------— 500 25 but less than 2 6 -------- 1,113
6 but less than 7 ----------- 156 16 but less than 17---------— 550 26 but less than 2 7 ----— 1,188
7 but less than 8 ----------- 188 17 but less than 18 —----- — 600 27 but less than 2 8 -------- 1,263
8 but less than 9 ----------- 219 18 but less than 19---------— 656 28 but less than 2 9 ------- 1,338
9 but less than 1 0 --------- 250 19 but less than 20--------- — 713 29 but less than 3 0 ------- 1,413
10 but less than 11 ------- 288 20 but less than 21--------- — 775 30 and over----------------
11 but less than 1 2 -------- 325 21 but less than 22---------— 838
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(2) A separation payment payable hereunder shall be reduced by:
(i) The amount of any benefits paid or payable to the applicant for weeks 

of layoff subsequent to the last day worked for the company, under this 
plan and under any other supplemental unemployment benefit plan or 
plans to which the company has contributed, and

(ii) The amount of any payment tinder any company plan or program , f i ­
nanced in whole or in part by the company, received or receivable by 
the applicant with respect to any layoff or separation of the applicant 
from the company, provided that any such payments shall have been paid 
or be payable subsequent to the last day worked for the company.

(3) A part-time employee shall be eligible for a separation payment subject to 
all of the provisions applicable to an employee except that such separation 
payment shall be reduced in the same ratio as the scheduled hours of work 
of such part-tim e employee at time of layoff bears to 40 hours.

Section 3. Effect of Separation Payment on Seniority
An employee who is issued and accepts a separation payment shall cease to be an 

employee and shall have his seniority canceled at any and all of the company^ plants and 
locations as of the date his application for such separation payment was received by the 
company.

Section 4. Repayment
If an employee is again employed by the company after he had received a separation 

payment, no repayment (except as provided in section 3(b) of article XII), by the employee of 
such separation payment paid previously shall be required or allowed and no seniority can­
celed previously shall be reinstated.

Section 5. Notice of Application Time Limits
The company shall provide written notice of the time limit for filing a separation 

payment application to all persons who may be eligible for such payment. Such notice shall 
be mailed to the person*s last address of record  not later than 30 days prior to both the 
earliest and the latest date as of which he may apply pursuant to the provisions of s e c ­
tion 1(e) of this article IX.

From the agreement between
A T L A N T I C  AND G UL F COAST DRY CARGO 
AND PASSENGER VESSELS,  AND THE  
N A T I O NA L  MARI T I ME UNION OF AMERICA  
(expires June 1969)

Amendment No. 11 

to the

Regulations of the NMU Employment Security Plan

The regulations of the NMU employment security plan are hereby amended, effective 
June 16, 1961, to add the following article VI and to renumber the existing articles VI and VII 
as Articles VII and VIII:

Article VI. Severance

Section 1. Qualification for Benefits. A severance benefit shall be payable, as p ro ­
vided below, to a seaman whose employment is terminated by reason of loss , sale, transfer, 
and reduction of complement or a lay-up exceeding 90 days, provided the seaman is otherwise 
entitled to permanent employment and has accepted transportation or has registered for open 
employment.

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



92

Section 2. Benefits. A seaman who qualifies under section 1, and who at the time 
of termination has been continuously employed by a contributing employer for more than 
60 days, shall be entitled to a benefit equal to the following number of days multiplied by 
his daily base wage at the time of termination in accordance with the following schedule:

Benefit payable
Duration of continuous employment (days)

60 days but less than 180 days ------------------------------ - 15
180 days but less than 2 years---------------------------- -— 30
2 years but less than 3 years---------------------------------------  35
3 years but less than 4 years---------------------------------------  40
4 years but less than 5 years---------------------------------------  45
5 years but less than 6 years---------------------------------------  50
6 years but less than 7 years---------------------------------------  55
7 years but less than 8 years---------------------------------------  60
8 years but less than 9 years---------------------------------------  65
9 years but less than 10 years---------------------------------- 70
10 years but less than 11 years--------------------------------  75
11 years or over --------------------------------------------------- 80

Section 3. Definitions. For the purpose of this article, continuous employment 
shall not be deemed broken by vacations, temporary layoffs, or legitimate leaves of absence, 
and 360 days of employment shall constitute 1 year of employment. (Adopted by the Board 
of Trustees, October 25, 1961.)

From the agreement between
PI TT SBU R G H  P L A T E  GLASS COMPANY AND 
T H E U N I T E D  GLASS AND CERAMIC  
WORKERS OF NORTH AMERI CA  
(expires February 1964)

Supplemental Agreement No. 9 

Security Benefit Plan

The United Glass and Ceramic Workers of North Am erica, AFL— CIO-CLC (herein­
after referred to as the "union") and Pittsburgh Plate Glass Co. (hereinafter referred to as 
the "company") hereby agree as follows:

1. Establishment of Plan
Upon receipt of rulings satisfactory to the company from the governmental agencies 

specified in paragraph 13 of this plan, the company will enter into an agreement with a 
trustee or trustees selected by it, establishing a separate trust (referred to herein as the 
the em ployee’ s "security benefit account") for each eligible employee in the bargaining unit.

2. Eligibility to Participate
Each employee in the bargaining unit covered by the general labor agreement to 

which the company and the union are parties, other than a temporary employee as that term 
is defined in section 5(e) of the general labor agreement, shall be eligible to participate in 
this plan. Unless otherwise indicated, the word "em ployee" as used in this agreement shall 
refer only to an employee eligible to participate in the plan.

3. Contributions to Security Benefit Account
Subject to the provisions of paragraph 10, the company will contribute to each em ­

ployee’ s security benefit account 10 cents for each hour actually worked by the employee in 
the bargaining unit on and after September 25, 1958, and subsequent to the date he became 
eligible to participate.
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If a temporary employee becom es a regular employee, the company will make a 
lump-sum contribution to his security benefit account of 10 cents per hour for each hour 
actually worked by him in the bargaining unit on and after September 25, 1956, and 5 cents 
per hour for each hour actually worked by him in the bargaining unit prior to September 25, 
1956, retroactive to his seniority date determined under the general labor agreement or 
September 25, 1955, whichever is later.

4. Contribution Irrevocable

No part of the company1 s contributions under this plan shall be recoverable by it.

5. Power and Duties of Trustees

a. Company contributions to each employee*s security benefit account will be paid 
to the trustee. The trustee will hold such contributions and interest earned thereon as a 
separate trust estate for the exclusive benefits of each such employee.

b. Funds in the individual security benefit accounts may be commingled and shall 
be treated as a consolidated fund for investment purposes.

c. The trustee may invest funds in the security benefit accounts in U.S. Government 
Bonds or other equivalent securities. As of December 31, 1956, and as of December 31 of 
each succeeding year, the trustee shall credit earnings from investments to employees* secu­
rity benefit accounts in proportion to the balance in each such account on the last day of the 
last pay period in such year.

d. The trustees or its duly authorized agent shall manage and administer the trusts. 
The trustee shall have the right to use the company or any of its employees as its agent. 
In addition to the powers and duties specified in this plan, the trustees shall have such other 
powers and duties as may be provided in the trust agreement.

e. As soon as practicable after January 1, 1957, and January 1 of each succeeding 
year, the trustee shall furnish each employee with a statement of the balance in his security 
benefit account as of December 31 of the preceding year.

6. Costs of Administration

The company will pay the costs of administering the security benefit plan.

7. Payments From Security Benefit Accounts

a. An employee who is laid off shall be eligible to receive a payment from his 
security benefit account for each full pay period he is laid off, but only if such layoff o c ­
curred as a result of reduction of force , was not for disciplinary reasons, and was not a 
result of any strike, sitdown, slowdown, or work stoppage in the bargaining unit.

b. An employee who is absent from work for at least two full consecutive pay pe­
riods because of his injury or sickness shall be eligible to receive a payment from his s e ­
curity benefit account for each full pay period such absence continues. Payments for the 
first two pay periods of such absence shall be made in one lump sum.

c. No payment shall be made to an employee otherwise eligible under this para­
graph 7 with respect to any pay period beginning prior to September 25, 1956, or during
the first year of his employment in the bargaining unit.

d. Requests for payments by employees eligible under this paragraph 7 shall be 
made to the trustee in writing on a form prescribed by the trustee. Each such payment 
shall be in an amount specified by the employee but shall not exceed 10 percent of the bal­
ance in this security benefit account as of the last day of the pay period preceding such re ­
quest or $30, whichever is sm aller, and shall not be less than $15, or the balance in his 
account, whichever is sm aller.
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8. Final Settlement of Security Benefit Accounts

All funds in an em ployee’ s security benefit account shall be paid:

a. To the employee upon his retirement under the provisions of the pension agree­
ment of January 14, 1950, as amended;

b. To the employee in the event his employment is terminated for any other reason;

c. Upon the em ployee’ s death, to the beneficiary named in a written designation 
filed with the trustee, if permitted by law in the State in which the employee 
resided, or if no such designation has been made, to the em ployee’ s estate;

d. To the employee in the event he terminates active employment with the company 
to enter the armed services of the United States.

Each employee may file with the trustee a written designation, in the form p re ­
scribed by the trustee, of the beneficiary to receive payment from his security 
benefit account in the event of his death.

9. Maximum Balance of Individual Accounts

No further contributions of the company shall be made to the security benefit ac­
count of an employee after his account attains a balance of at least $600. Contributions 
shall not be resumed until the balance in his account falls below $600.

10. Additional Vacation Pay Credit

During any period in which the balance in an em ployee’ s security benefit account is 
$600 or m ore, the company shall credit an amount equal to the amount which would other­
wise have been contributed to his security benefit account toward additional vacation pay.

Such credits shall be canceled and the additional vacation pay shall be paid to the 
employee when he receives his first subsequent vacation pay under the terms of the general 
labor agreement between the company and the union. If his employment is terminated before 
he receives such additional vacation pay it shall be paid to him at the time of his termination.

11. Effect of Withholding

If by reason of any federal, State, or municipal law or regulation the company shall 
be required to withhold an amount from any contribution to an employee’ s security benefit 
account, the company shall have the right to deduct such amount from such contribution and 
to pay only the balance to the account. In the event an amount is withheld from a contri­
bution to an employee’ s security benefit account by reason of any such law or regulation, 
the trustee shall credit the account only with the balance remaining after such deduction.

The company will endeavor, however, to obtain rulings satisfactory to it which will 
permit it to deduct from the em ployee’ s weekly pay any amount required to be withheld on 
account of such contribution. If such rulings are obtained, any such amount required to be 
withheld shall be deducted from  the em ployee’ s weekly pay rather than from the amount of 
such contribution.

12. Miscellaneous Provisions

a. Contributions made to the security benefit accounts and the additional vacation 
pay provided under paragraph 10 shall not be included in base rates for the calculation of 
bonuses, incentives, and piece rates, and shall not be considered in computing overtime 
pay, penalty pay, ca ll-in  pay, vacation pay, holiday pay, jury pay, or any sim ilar payment 
made under the general labor agreement.
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b. No right to amounts in an employee’ s security benefit account shall be subject 
in any manner to alienation, sale, transfer, assignment, pledge or encumbrance of any kind. 
If an employee shall attempt to, or shall alienate, sell, transfer, assign, pledge or other­
wise encumber his right to amounts credited to his account, the company in its discretion, 
may terminate the employee’ s right in his account and instruct the trustee to hold or apply 
such amounts to, or for the benefit of, such employee, his or her spouse, children, or other 
dependents, or any of them, as the company may instruct.

c. Any question concerning the administration of this plan shall be settled exclu­
sively by the officer of the international union in charge of welfare, and a representative 
designated by the general management of the company.

d. The company by payment of the contributions or amounts provided in this plan 
shall be relieved of any further liability, and benefits hereunder other than the additional 
vacation pay provided in paragraph 10 shall be payable only from  the employee’ s security 
benefit account.

13. Conditions to Establishment and Termination of Plan * 1

a. This plan will not become effective and the company will be under no obligation 
to create trusts or to make contributions to such trusts unless and until the company has 
received currently effective ruling satisfactory to it:

(1) From  the Commissioner of Internal Revenue holding that under the Internal 
Revenue Code of 1954, as the same may be amended from  time to time, 
or under any other applicable federal income tax law, the security benefit 
accounts shall be taxable as separate trusts and that company contributions 
to such accounts shall constitute a currently deductible expense, and

(2) From  the U. S. Department of Labor holding that no part of a company con­
tribution to an employee’ s security benefit account or payment therefrom , 
and no payment of the additional vacation pay provided herein, shall be in­
cluded in the regular rate of any employee.

b. If either of the governmental agencies referred to above fails to respond prior
to September 1, 1956, to a request for a ruling made by the company pursuant to the p re ­
ceding subparagraph, this plan shall not become effective.

c. If any rulings required under this paragraph 13, having been obtained shall be 
subsequently revoked or modified in such manner as no longer to be satisfactory to the com ­
pany, all contributions and all obligations of the company under this plan shall cease, and 
this plan shall terminate. Upon termination of this plan for the foregoing reason or for any 
reason, the trustee will upon request of the union but in any event within 1 year following 
the date of termination, liquidate the assets of the trusts and pay to each employee his 
pro rata share thereof on the basis of the balance in his security benefit account on the 
date of such termination.

d. In the event that this plan is terminated in accordance with its term s, so that 
the company's obligation to make contributions thereunder shall cease, the parties shall meet 
within 30 days following the happening of either event for a period not to exceed 7 con sec­
utive days for the sole purpose of determining the application of the amount which the com ­
pany otherwise would have been obligated to contribute under the security benefit plan. Such 
amount may be applied to a modified plan to provide for security benefits, or to increase base 
rates and/or improve fringe benefits other than pensions. If the parties are unable to agree 
on the application of such amount during the meeting, there shall be a general and uniform 
wage increase of 5 cents per hour in lieu of each 5 cents per hour which the company would 
have been obligated to contribute if the plan had continued in effect. No general and uniform 
wage increase granted by the company as a result of the termination of the plan shall be 
included in base rates for the calculation of bonuses, incentives, or piece rates.

14. This supplemental agreement incorporates in one document the provisions of the
original security benefit plan dated September 3, 1955, together with all amendments agreed
to in subsequent years.
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From the agreement between
G E N E R A L  DYNAMICS COR POR A TI ON  AND THE  
I N T E R N A T I O N A L  ASSOCI ATI ON OF MACHINISTS AND 
A EROSPACE WORKERS  
(expires October 1965)

Article VIII

Extended Layoff Benefits

8. 01 Company Liability

A. The company shall assume the liability, subject to the limitations of this arti­
cle , for providing the benefits specified in 8. 02 hereof. The company's maximum liability, 
at any tim e, shall be calculated in monthly increments equal to $8.67 times the number of 
employees (excluding employees on layoff or leave of absence without pay) on the first Monday 
of each month, but in no event shall such liability, at any tim e, exceed an amount equal to 
$150 per employee (excluding employees on leave of absence without pay or layoff other than 
eligible employees on layoff who have applied for and have not as of that date received a 
benefit) on the first Monday of the month involved. When benefits are paid in accordance 
with 8 .02, the company's maximum liability shall be reduced by the amount of such bene­
fits, and the company shall continue to accumulate liability in accordance with the provisions 
of this paragraph.

B. When the monthly increments, calculated in accordance with 8.01A above have 
reached such level of $150 per employee, and have thereafter been reduced below that amount 
by the payment of benefits, the company's liability shall thereafter be increased by the monthly 
amounts, calculated in accordance with 8.01A above, until such level of $150 per employee 
has again been reached.

C. Nothing in this article shall be interpreted as a guarantee by the company of 
any benefits; however, the company shall, subject to the limitations provided in 8.01, be 
liable for the payment to eligible employees of the benefits specified in 8. 02 hereof, in a c ­
cordance with the provisions and limitations of this article.

8, 02 Employee Benefits

Among the purposes for which the benefits specified in 8. 02 are provided are to 
help pay living expenses by supplementing and not replacing unemployment compensation and 
to help compensate for loss of job security, vacation and sick leave accrual, and insurance 
benefit coverage. Subject to the liability limitations of the company specified in 8.01 hereof 
and the other provisions of this article, the company agrees to pay benefits to eligible em ­
ployees as follows:

A. A benefit of $75 for each full year of qualifying service (an em ployee's quali­
fying service shall be the same as his credited service, since his most recent 
date of hire, under the retirement plan for hourly employees) to a maximum of 
$1, 125 for 15 full years or m ore of qualifying service, shall be paid as a lump 
sum to eligible hourly employees laid off as a result of a reduction of the work­
ing force when such layoff is of indeterminate length at the time of layoff. If 
the payment of benefits to all eligible employees in any month would exceed the 
amount of the company's maximum liability at that time, as determined in a c ­
cordance with the provisions of section 8.01 hereof, reduced benefits in a total 
amount not exceeding the company's maximum liability at that time will be p ro­
rated by reducing, by an equal percentage, the benefit otherwise payable to each 
eligible employee. Benefits will further be reduced at the seniority levels and 
accrued company liability levels specified in paragraph K of this section 8.02.
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B. Benefits shall be payable to eligible employees whose layoff as a result of a 
reduction in the working force has extended without recall to work by the com ­
pany for a minimum period of 4 full weeks and who make written application 
therefor to the company, on form s provided by the company. Benefit checks 
shall be mailed to such eligible employees at the address contained in such 
application as soon during the calendar month after the month in which the 
written application is filed as is practical, but in no event prior to the expiration 
of such 4 full week period.

C. The company shall deduct from  any benefit payable hereunder any amount r e ­
quired to be withheld by reason of any law or regulation for payment of federal, 
State, or municipal taxes.

Do No benefits shall be paid more than once for or based on the same full year 
of qualifying service.

E. No employee shall be eligible for any benefit after he has refused or failed to 
respond to a recall pursuant to the collective bargaining agreement and as a r e ­
sult, has forfeited his recall rights, or if he has otherwise lost his recall rights 
prior to the date the employee first became eligible for benefits under 8. 02B.

F. No employee shall be eligible for any benefit if he is receiving, eligible for, or 
claiming during the month in which his written application for benefits under this 
article has been filed, any statutory or company accident or sickness or other 
disability benefit (other than survivor’ s allowance under workmen’ s compensation 
laws or a disability benefit Which he received or would have been eligible to 
receive while in full-tim e active employment).

G. As used herein, layoff as a result of a reduction in the working force shall not 
include disciplinary layoffs, quits, discharges, leaves of absence of any type or 
for any purpose; nor shall either such term , or the 4-week period referred to 
in 8. 02B above, include any period any employee is on strike.

Ho No employee shall be eligible for any benefit if he is receiving, claiming, or 
is eligible to receive any benefit (other than a vested benefit payable in the future 
at normal retirement age) under any pension plan of the company or pension plan 
to which the company has made contributions for or on behalf of such employee.

I. No employee shall be eligible for any benefit, where the amount of such benefit, 
calculated in accordance with the provisions of 8.02 is less than $25.

J. Any employee who intentionally m isrepresents or fails to disclose any material 
facts, in connection with any application for or receipt of any benefit under this 
article, shall forfeit any rights under this article that he may have accrued up 
to that time, and may in addition be subject to discipline by the company.

K. In the event that the company’ s accrued liability calculated in accordance with 
the provisions of 8.01 hereof is less than the amounts set forth below on the 
first Monday of the month in which an employee becom es eligible for benefits, 
benefits will be reduced as follows:

Laid-off Benefit
Company's employees seniority reduced by—

accrued liability (years) (percent)

Less than $75 per employee but not less than $50 Less than 5-----------------------  25

Less than $50 per employee but not less than $25 Less than 5-----------------------  50
5 but less than 10-------------  25

Less than $25 per employee Less than 5-----------------------  75
5 but less than 10-------------  50
10 but less than 15------------  25
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8.03 Special Conditions with Respect to Benefits

The benefits under this article will be paid as provided in this article unless it is 
determined that under the provisions of the applicable State unemployment insurance laws, 
the receipts of such benefits will result in disqualifications for or reduction of State unem­
ployment benefits, in which case the provisions of 8. 02 will be amended as to employees in 
the bargaining unit or units affected, by mutual agreement of the parties, but only as n ec­
essary to eliminate the basis for such disqualification or reduction. No such amendment 
shall in any manner increase the company's maximum liability, as specified in 8.01 hereof.

8.04 General

A. A person who enters into the armed services of the United States directly from  
the employ of the company shall, while in such service, be deemed for the purposes of this 
article to be on m ilitary leave of absence without pay and shall not be entitled to any benefit, 
but his years of qualifying service at the time of his entry into such service shall continue 
to be credited to him on his reinstatement as an employee, provided he returns to employ­
ment with the company with no loss of seniority.

B. Benefits shall be payable hereunder only to the person who is eligible therefor, 
except that if the company shall find that such person is deceased or is unable to manage his 
affairs for any reason, any benefit otherwise payable to him shall be paid to his duly ap­
pointed legal representative, if there be one, or if not, to the spouse, parents, children, or 
other relatives or dependents of such persons as the company in its discretion may determine, 
and any such payment so made shall be a complete discharge of any liability with respect 
to such benefit.

C. Neither the company’ s current maximum liability nor any benefit paid under this 
article shall be considered a part of any em ployee’ s wages for any purpose; nor shall any 
person have any right, title or interest in or to any portion of either the monthly increments 
or the amount of the company's maximum liability, as each is calculated herein, or to any 
benefit hereunder, except as a right to such benefit is specifically provided herein. No p er­
son who receives any benefit shall for that reason be deemed an active employee of the com ­
pany during such period, nor shall there accrue to him any greater right to participate in, 
earn credits, or receive benefits under any employee benefit plan to which the company con­
tributes than would if he were not receiving such benefit.

8.05 Duration

A. Notwithstanding any provisions to the contrary contained in article XVII, entitled 
duration, or any other provisions of this agreement, the parties' agreement with respect to 
the subject and provisions of this article, shall be for a minimum period of 3 years from  
the effective date of this agreement and thereafter during the remainder of the term of any 
applicable collective bargaining agreement or agreements then in effect between the parties. 
During the term  of the parties’ agreement as to this article, its provisions shall not be 
amended, modified, suspended, or terminated except as provided in 8. 03 hereof.

B. Upon termination of the parties' agreement as to this article, the company shall 
have the right to continue in effect its obligations or terminate them (except as may be other­
wise required by a subsequent agreement between the company and the union), except as other­
wise specifically provided in this article. If this article is terminated, the company never­
theless shall continue to pay benefits under the provisions of 8.02 of this article until the 
total amount of such paid benefits shall equal the total liabilities in effect at the time the 
company's obligation to assume liabilities ceased.
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Appendix C. Excerpts From the Railroad Arbitration Award of November 26, 1963

On August 28, 1963, in an effort to prevent a threatened national work stoppage on 
the railroads and to resolve the lingering dispute concerning the employment of firemen 
(helpers) on diesel engines, the 88th Congress enacted Senate Joint Resolution 102, Public 
Law 88—108. This law required that the parties submit their dispute to a special arbitra­
tion board and that they abide by the decision of that board. The following is an excerpt 
concerning separation pay, reproduced from the board1 s award of November 26, 1963, later 
upheld by the Supreme Court of the United States. The separation pay clause of the Wash­
ington Job Protection Agreement of 1936 has been inserted to illustrate the method used to 
determine separation allowance. The award is to continue in force for a 2-year period fol­
lowing its effective date.

Part C. Reductions in Employment

C(l). After the expiration of 37 days following the effective date of this award, the 
carrier shall not be required to hire firemen (helpers) on other than steam power in any 
class of freight service (including all mixed, miscellaneous, and unclassified services) or 
in any class of yard service (including all transfer, belt line, and miscellaneous yard serv­
ices) unless or until such new hire is needed to man engine crews designated by a local 
chairman as provided in paragraphs B(2) and B(3) of this award; and firemen (helpers) that 
are unneeded to man such designated crews may be separated from the carrier’ s payrolls 
and have all of their seniority and employment rights and relations terminated to the extent 
permitted in the following paragraphs of part C of this award.

C(2). Firemen (helpers) hired on or after a date 2 years prior to the effective date 
of this award may be separated from the carrier’ s payrolls and have all of their employment 
and seniority rights and relations terminated, and in such case shall be entitled to a lump­
sum separation allowance in an amount to be determined as provided in section 9 of the Wash­
ington Job Protection Agreement of May 21, 1936.

(Washington Job Protection Agreement. ) Section 9. Any employee eligible to receive 
a coordination allowance under section 7 hereof may, at his option at the time of coordi­
nation, resign and (in lieu of all other benefits and protections provided in this agreement) 
accept in a lump sum a separation allowance determined in accordance with the following 
schedule:

Length of service 
(years)

Separation allowance 
(months' pay)

1 but less than 2 ---------------------------------------------  3
2 but less than 3 ---------------------------------------------  6
3 but less than 5 ---------------------------------------------  9
5 but less than 10 -------------------------------------------  12
10 but less than 15 -----------------------------------------  12
15 and over ----------------------------------------------------  12

In the case of employees with less than 1 year’ s service, 5 days’ pay, at the rate 
of the position last occupied, for each month in which they performed service will be 
paid as the lump sum.

(a) Length of service shall be computed as provided in section 7.

(b) One month's pay shall be computed by multiplying by 30 the daily rate of pay 
received by the employee in the position last occupied prior to time of coordi­
nation.
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C(3). Firemen (helpers) hired prior to a date 2 years prior to the effective date 
of this award whose average monthly earnings as firemen (helpers), hostler helpers, hos­
tlers, or engineers have not exceeded $200 during the 24 full calendar months preceding 
the effective date of this award, may be separated from the carrier*s payrolls and have all 
of their employment and seniority rights and relations terminated with a severance allow­
ance equal to 100 percent of their earnings during the preceding 24 calendar months; or may 
elect to remain on the seniority lists of the carrier with rights to such work as they are 
qualified to perform, and which may be or become available to them, as provided in part D 
of this award.

C(4). Firemen (helpers) hired prior to a date 2 years prior to the effective date 
of this award, who have not performed service as an engineer or as a fireman (helper) since 
that date, may be separated from the carrier’ s payrolls as firemen (helpers) and have all 
of their employment and seniority rights and relations as firemen (helpers) terminated with 
no severance allowance.

C(5). The provisions of paragraphs C(3) and C(4) of this award shall not apply to 
officers or employees of the organizations representing firemen or engineers employed by 
the carrier, or to supervisory or management officials of the carrier, or to employees on 
appropriate leaves of absence, or to discharged employees whose cases for reinstatement 
are pending, providing, if not so situated, they could have met the minimum requirements 
of service or earnings.

C(6). All other firemen (helpers) with less than 10 years' seniority on the effective 
date of this award shall retain their rights to and obligations to protect engine service a s ­
signments as provided by rules in effect on the day preceding the day this award becomes 
effective, except as modified by and subject to the provisions of part D of this award, unless 
and until offered by the carrier another comparable job (such as, but not limited to, engineer, 
fireman (helper), brakeman, or clerk in the same or another seniority district) for which 
they are, or can become, qualified. The offer of another job shall carry with it relocation 
expenses as provided for and under the conditions set forth in section 10 of the Washington 
Job Protection Agreement of May 21, 1936, the continuation of accumulated seniority rights
toward such purposes as vacation and other applicable fringe benefits, and guaranteed annual 
earnings, for a period not exceeding 5 years, equal to the total compensation received by 
each such employee as fireman (helper), hostler helper, hostler, or engineer during the last 
12 months in which compensation was received prior to the date of transfer. Such offers of 
jobs shall be posted and made available to all qualified firemen (helpers) in order of seniority 
in the seniority district in which the job offered is located. If, within 7 days after notice is 
posted, no senior man elects to take such offered job, the most junior man then on the fireman 
(helper) roster in that seniority district must, within 3 days from receipt of written notice, 
accept the job or all of his employment and seniority rights and relations shall be terminated 
and, in that event, he shall be entitled to one-half the severance allowance provided for in 
paragraph C(3) of this award. If such junior fireman (helper) shall fail to accept such job 
and thereby terminates his employment as herein provided, the next most junior fireman 
(helper) on that same roster must accept the job within 3 days from receipt of written notice 
or forfeit all of his employment and seniority rights and relations with the allowance provided 
for above. In each case of refusal to accept such job offer, the next most junior fireman 
(helper) shall be required to accept, as provided for above, or forfeit his employment and 
seniority rights and relations with, in each case, the allowance provided for above, until there 
are no firemen (helpers) with less than 10 years' seniority remaining on the seniority roster 
for the seniority district in which the job offer is located. Thereafter, the same procedure 
as is provided above shall be followed in the fireman (helper) seniority district which has 
its principal extra list for firemen (helpers) closest to the location of the job offered.

C(7). Firemen (helpers) with 10 years or more of seniority as of the effective date 
of this award, who are not separated from the carrier's payrolls under the provisions of 
paragraphs C(3) or C(4) of this award, shall retain their rights to and obligations to protect 
engine service assignments as provided by rules in effect on the day preceding the day this 
award becomes effective, except as modified by and subject to the provisions of part D of 
this award, unless and until retired, discharged for cause, or otherwise removed from the 
carrier's active working lists of firemen (helpers) by natural attrition.
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Appendix D. Identification of Clauses

Employer and union

The Colorado Mining and Elevator Co.
Grain Millers (AFGM).

Jersey Central Power and Light Co.
Electrical, Brotherhood (IBEW).

Magnavox Co.
Industrial Workers (AIW).

Square D Co.
Electrical, Brotherhood (IBEW).

I/A  Pineapple Companies - Honolulu.
Longshoremen's and Warehousemen's 
(ILWU) (Ind. ).

Lukens Steel Co.
Steelworkers (USA).

Flour, Feed and Cereal Employers Association.
Grain Millers (AFGM).

Blooming dale Brothers, Inc.
Retail, Wholesale (RWDSU).

Wyandotte Worsted Co.
Textile Workers Union (TWUA).

Pepperell Manufacturing Co.
Textile Workers Union (TWUA).

Southern California Gas Co.
Utility (UWU).

Alameda Contra Costa Transit Co.
Street (SERMCE).

Goodyear Tire and Rubber Co. - Springfield 
Division.

Rubber (URW).
Dunlop Tire and Rubber Co.

Rubber (URW).
Glass Container Manufacturers Institute.

Glass Bottle (GBBA).
Cleveland Pneumatic Tool Co.

Aerol Aircraft Employees' Association (Ind. ). 
Bell Telephone Co.

Federation of Telephone Workers of Pa. (Ind. ). 
International Paper Co. - Southern Kraft Division. 

Papermakers (UPP)
Pulp (PSPMW)
Electrical, Brotherhood (IBEW).

American Telephone and Telegraph - Long Lines.
Communications (CWA).

Kollsman Instrument Co.
Machinists (IAM).

Kennecott Copper Corp. - Utah Copper Division. 
Mine, Mill (MMSW).
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Clause Expiration
number Employer and union date

22 Martin Co.
Auto (UAW).

July 1963

23 New York Telephone Co.
Telephone Traffic Union, Upstate N. Y. (Ind. ).

December 1966

24 General Electric Co.
United Electrical Workers (UE) (Ind. ).

October 1966

25 General Aniline and Film Corp. - Dyestuff and 
Chemical Division.

Distillery (DRWW).

January 1964

26 A. O. Smith Corp.
Boilermakers (BBF).

December 1964

27 General Electric.
Electrical, International (IUE).

October 1966

28 News Syndicate Co. , Inc.
Newspaper Guild (ANG).

October 1964

29 Esso Standard Oil Co. - Bayway Refinery. 
Independent Petroleum Workers (Ind. ).

October 1963

30 Southern Bell Telephone and Telegraph Co. 
Communications (CWA).

November 1966

31 Continental Oil Co.
Independent Oil Workers (Ind. ).

September 1965

32 Detroit Edison Co. 
Utility (UWU).

May 1965

33 Mountain States Telephone and Telegraph Co. 
Communications (CWA).

November 1966

34 General Dynamics - San Diego.
Engineers and Architects Association. (Ind. ).

December 1965

35 National Association of Doll Manufacturers, Inc. 
Toy Workers (IDTW).

June 1964

36 SKF Industries, Inc. - Philadelphia. 
Steelworkers (USA).

October 1965

37 Association of Motion Picture Producers. 
Office (OEIU).

January 1965

38 Bell Aerospace - Texas. 
Auto (UAW).

May 1966

39 Cudahy Packing Co.
Packinghouse (UPWA).

August 1964

40 ACF Industries - Albuquerque Division. 
Machinists (IAM).

July 1965

41 Kennecott Copper Corp. - Utah Copper Division. 
Steelworkers (USA).

June 1964

42 Swift & Co.
Packinghouse (UPWA).

August 1964

43 Republic Steel Mines.
Steelworkers (USA).

June 1964

44 True Temper Corp.
Steelworkers (USA).

July 1964

45 The Great Atlantic and Pacific Tea Co. 
Teamsters (TCWH) (Ind.).

June 1963

46 American Machine and Foundry Co. 
Auto (UAW).

January 1965

47 Square D Co.
Electrical, Brotherhood (IBEW).

April 1966

48 Greater Pittsburgh Milk Dealers Association. 
Teamsters (TCWH) (Ind. ).

April 1965

49 Johnson and Johnson.
Textile Workers Union (TWUA).

May 1964
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56
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60
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63

64

65

6 6

67

68

69

70

71

72

73

74

75
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Employer and union
Expiration

date

Celanese Corp. of America - Celco Narrows.
District 50 - Mine Workers (UMW-50) (Ind. ). 

General Telephone Co. of Pennsylvania.
Electrical, Brotherhood (IBEW).

Building Managers Association of Chicago.
Building Service (BSE).

Laclede Gas Co. - St. Louis.
Oil, Chemical and Atomic Workers (OCAW). 

RCA Communications, Inc.
Communications Association (ACA) (Ind. ). 

Publishers Association of New York City. 
Typographical (ITU).

New York Retail Druggists Association and others.
Retail, Wholesale (RWDSU).

General Telephone Co. of Southwest.
Communications (CWA).

Aldenfs Inc.
Teamsters (TCWH) (Ind.).

Southern California Gas Co.
Utility (UWU).

I/A  Industrial Laundry and Linen Supply - Detroit.
Laundry, Dry Cleaning (LWIU) (Ind. ).

The New York Times Co.
Newspaper Guild (ANG).

San Francisco Newspaper Publishers1 Association.
Newspaper Guild (ANG).

United Restaurant and Liquor Dealers of 
Manhattan.

Hotel (HREU).
Long Island Lighting Co.

Electrical, Brotherhood (IBEW).
Midland Ross Corp. - Industrial Rayon Division.

Textile Workers Union (TWUA).
Union Carbide Corp. - Union Carbide Metals 

Division.
Oil, Chemical and Atomic Workers (OCAW). 

Campbell Soup Co.
Retail, Wholesale (RWDSU).

Consumers Power Co. - Michigan.
Utility (UWU).

West Penn Power Co.
Utility (UWU).

Government Services, Inc.
Hotel (HREU).

Realty Advisory Board on Labor Relations, Inc. 
(Office Buildings).

Building Service (BSE).
Acme-Newport Steel Co.

Steelworkers (USA).
Dow Chemical Co. - AEC - Denver.

Denver Metal Trades.
General Telephone of Southwest.

Communications (CWA).
Consumers Power Co. - Michigan.

Utility (UWU).

February 1964 

July 1965 

October 1966 

July 1964 

May 1965 

March 1965 

September 1966 

July 1963 

January 1965 

March 1963 

April 1967 

March 1965 

September 1965 

November 1967

June 1965 

June 1964 

April 1964

November 1964 

February 1964 

April 1965 

January 1966 

December 1965

June 1964 

October 1964 

July 1963 

February 1964
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78

79

80

81

82

83

84

85

86

87

88

89

90

91

92

93

94

95

96

97

98

99

100

101

Employer and union
Expiration

date

Bell Telephone Co. of Pennsylvania.
Electrical, Brotherhood (IBEW).

Armour and Co.
Meat Cutters (MCBW).

American Greetings Corp.
Independent Greeting Card Workers (Ind. ). 

Hughes Aircraft Co.
Carpenters (CJA).

Singer Manufacturing Co.
Electrical, International (IUE).

California and Hawaiian Sugar Refining Corp. , Ltd. 
Seafarers (SIU).

Association of Motion Picture Producers.
Teamsters (TCWH) (Ind. ).

H. J. Heinz Co.
Meat Cutters (MCBW).

Sinclair Oil Corp.
Oil, Chemical and Atomic Workers (OCAW). 

Southern Counties Gas Co. of California.
Chemical (ICW).

Columbia Broadcasting System.
Electrical, Brotherhood (IBEW).

New Jersey Central Power and Light Co.
Electrical, Brotherhood (IBEW).

Western Electric - Sandia Corp.
Metal Trades Council.

SKF Industries, Inc. - Philadelphia.
Steelworkers (USA).

Westinghouse Electric Corp. - Standard Control.
Electrical, Brotherhood (IBEW).

Kollsman Instrument Co.
Machinists (IAM).

Rohr Aircraft Corp. - Riverside.
Machinists (IAM).

Emerson Radio and Phonograph Corp.
Electrical, International (IUE).

National Twist and Drill Tool Co.
Auto (UAW).

Pepperell Manufacturing Co.
Textile Workers Union (TWUA).

Spiegel, Inc.
Teamsters (TCWH) (Ind. ).

New York Shipbuilding Corp. - Camden, New 
Jersey.

Boilermakers (BBF).
Baldwin-Lima-Hamilton Corp.

Steelworkers (USA).
Otis Elevator Co. - Yonkers.

Electrical, International (IUE).
Singer Manufacturing Co.

Electrical, International (IUE).
Magnavox Co.

Industrial Workers (AIW).
Metropolitan Container Council, Inc. - New York 

and New Jersey.
Retail, Wholesale (RWDSU).

June 1964 

August 1964 

March 1964 

November 1964 

November 1964 

February 1964 

January 1965 

March 1964 

Open end 

March 1965 

January 1966 

October 1964 

July 1965 

October 1965 

November 1965 

June 1964 

November 1965 

December 1966 

September 1964 

April 1964 

January 1966 

June 1965

September 1963 

August 1964 

November 1964 

August 1964 

August 1964
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Clause Expiration
number Employer and union date

103 Servus Rubber Co. 
Rubber (URW).

October 1964

104 Bell Telephone Co. - Accounting Office - 
Pennsylvania.

Telephone Unions (ATU) (Ind. ).

October 1966

105 General Aniline and Film Corp. - Ansco Division. 
Chemical (ICW).

June 1964

106 San Francisco Newspaper Publishers* Association. 
Newspaper Guild (ANG).

September 1965

107 News Syndicate Co., Inc. - New York City. 
Newspaper Guild (ANG).

October 1964

108 Southwestern Bell Telephone Co. 
Communications (CWA).

January 1967

109 Union Electric Co. - Production and Maintenance. 
Engineers, Operating (IUOE).

June 1965

110 Swift & Co. - A. C. Lawrence Leather Co. 
Division.

Leather Workers (LWU).

January 1964

111 West Penn Power Co. 
Utility (UWU).

April 1965

112 Bates Manufacturing Co.
Textile Workers Union (TWUA).

April 1964

113 Association of Motion Picture Producers - Los 
Angeles.

Hod Carriers (HCL).

January 1965

114 Bell Telephone Co. - Accouting Office - 
Pennsylvania.

Telephone Unions (ATU).

October 1966

115 Hughes Aircraft Co.
Carpenters (CJA).

November 1964

116 Colgate-Palmolive Co. - Jersey City
Employees Association, Inc. of Colgate- 
Palmolive Co. (Ind. ).

December 1965

117 Babcock and Wilcox Co. - Tubular Products 
Division.

Steelworkers (USA).

June 1964

118 The Great Atlantic and Pacific Tea Co. - Quaker 
Maid Division.

Teamsters (TCWH) (Ind.).

March 1964

119 National Association of Doll Manufacturers, Inc. 
Toy Workers (IDTW).

June 1964

120 Continental Steel Corp. - Kokoma Division. 
Steelworkers (USA).

July 1965

121 RCA Communications, Inc.
Communications Association (ACA) (Ind. ).

May 1965

122 Public Service Electric and Gas Co. 
Electrical, Brotherhood (IBEW).

May 1965

123 General Telephone Co. of Michigan - Traffic. 
Electrical, Brotherhood (IBEW).

May 1964

124 John Morrell & Co.
Packinghouse (UPWA).

August 1964

125 Long Island Lighting Co.
Electrical, Brotherhood (IBEW).

June 1965

126 Mergenthaler Linotype Co. 
Auto (UAW).

February 1965
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127

128

129

130

131

132

133

134

135

136

137

138

139

140

141

142

143

144

145

146

147

148

149

150

151

152

153

Employer and union

The Associated Press - National.
Newspaper Guild (ANG).

Lever Brothers Co.
Chemical (ICW).

Northern States Power Co.
Electrical, Brotherhood (IBEW).

Union Electric Co.
Engineers, Operating (IUOE).

Campbell Soup Co.
Retail, Wholesale (RWDSU).

Northwestern Steel and Wire Co.
Steelworkers (USA).

Celanese Corp. of America - Celriver Plant.
Textile Workers Union (TWUA).

General Electric Co.
Electrical, International (IUE).

Westinghouse Electric Corp. - Standard Control.
Electrical, Brotherhood (IBEW).

Youngstown Sheet and Tube Co.
Steelworkers (USA).

Holly Sugar Corp.
Directly Affiliated Local Unions.

New Jersey Bell Telephone Co.
Commercial Telephone Workers (Ind. ). 

Oscar Mayer and Co. - Madison.
Meat Cutters (MCBW).

Chesapeake and Potomac Telephone of Maryland.
Communications (CWA).

Western Electric Co., Inc. - Townawanda.
Communications (CWA).

Detroit Edison Co.
Utility (UWU).

Wyandotte Worsted Co.
Textile Workers Union (TWUA).

Parke-Davis and Co.
Oil, Chemical and Atomic Workers (OCAW). 

Pillsbury Mills, Inc.
Grain Millers (AFGM).

Southern Bell Telephone and Telegraph Co.
Communications (CWA).

Realty Advisory Board on Labor Relations 
(Apartment Buildings).

Building Service (BSE).
Johnson and Johnson - Chicago.

Textile Workers Union (TWUA).
General Aniline and Film Corp. - Dyestuff and 

Chemical Division.
Distillery (DRWW).

Publishers Association of New York City.
Newspaper and Mail Delivers1 (NMD) (Ind. ). 

Panhandle Eastern Pipeline Co.
Oil, Chemical and Atomic Workers (OCAW). 

Philadelphia Transportation Corp.
Transport Workers (TWU).

McDonnell Aircraft Corp.
Machinists (LAM).

December 1964 

March 1965 

August 1962 

June 1965 

November 1964 

June 1964 

March 1965 

October 1966 

November 1965 

June 1964 

July 1965 

February 1964 

August 1964 

September 1966 

September 1966 

May 1965 

April 1966 

April 1965 

March 1966 

November 1966 

April 1964

February 1964 

January 1964

March 1965 

May 1965 

January 1965 

November 1965

Expiration
date

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



154

155

156

157

158

159

160

161

162

163

164

165

166

167

168

169

170

171

172

173

174

175

176

177

107

Employer and union
Expiration

date

California and Hawaiian Sugar Refining Corp. , Ltd. 
Seafarers (SIU).

National Lead Co. - Titanium Division.
Oil, Chemical and Atomic Workers (OCAW). 

American Machine and Foundry Co. - Brooklyn. 
Auto Workers (UAW).

Olin Mathieson Chemical Corp. - West Monroe.
Directly Affiliated Local Unions.

General Telephone Co. of Indiana.
Communications (CWA).

American Bosch Corp. - Arma Division.
Electrical, International (IUE).

Chesapeake and Potomac Telephone Co. of 
Maryland.

Communications (CWA).
American Broadcasting Co.

Broadcast Employees (NABET).
United States Steel Corp. - Tennessee Coal and 

Iron Division.
Steelworkers (USA).

Armour and Co.
Packinghouse (UPWA).

General Telephone Co. of Southwest.
Communications (CWA).

Curtiss-Wright Corp. - Wright Aeronautical 
Division.

Auto (UAW).
The Great Atlantic and Pacific Tea Co. - Quaker 

Maid Division.
Teamsters (TCWH) (Ind. ).

American Bosch Arma Corp. - Arma Division.
Electrical, International (IUE).

H. J. Heinz Co. - Pittsburgh.
Meat Cutters (MCBW).

National Standard Co.
Steelworkers (USA).

Pepperell Manufacturing Co.
Textile Workers Union (TWUA). 

Colgate-Palmolive Co. - Jersey City.
Employee’ s Association, Inc. of Colgate- 
Palmolive Co. (Ind. ).

The Associated Press.
Newspaper Guild (ANG).

West Virginia Pulp and Paper Co.
Pulp (PSPMW) and 
Papermakers (UPP).

Laclede Gas Co.
Oil, Chemical and Atomic Workers (OCAW). 

Koppers Co., Inc. - Metal Products Division. 
Machinists (IAM).

Union Carbide Corp. - Union Carbide Metals Co. 
Division.

Oil, Chemical and Atomic Workers (OCAW). 
Republic Steel Corp.

Steelworkers (USA).

February 1964 

February 1965 

January 1965 

June 1964 

April 1967 

September 1964 

September 1966

January 1964 

June 1964

August 1964 

July 1963 

October 1965

March 1964

September 1964 

March 1964 

August 1964 

April 1966 

December 1965

December 1964 

June 1965

July 1964 

October 1965 

July 1964

June 1964
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178

179

180

181

182

183

184

185

186

187

188

189

190

191

192

193

194

195

196

197

198

199

200

201

Employer and union
Expiration

date

Pacific Telephone arid Telegraph and Bell Telephone 
Co. of Nevada - Clerical.

Organization of Plant, Clerical and Office 
Force (Ind. ).

International Harvester Co. - Wisconsin Steel 
Division.

Progressive Steelworkers Union (Ind.).
Gulf States Paper Corp.

Pulp (PSPMW) and 
Papermakers (UPP).

Union Electric Co. - Office, Clerical, Sales.
Electrical, Brotherhood (IBEW).

General American Transportation Corp.
Steelworkers (USA).

Olin Mathieson Chemical Corp.
Papermakers (UPP).

West Penn Power Co.
Utility (UWU).

Armour and Co.
Packinghouse (UPWA).

Singer Manufacturing Co. - Elizabeth.
Electrical, International (IUE).

E. I. Dupont de Nemours and Co.
Buffalo Yerkes Film Union (Ind. ).

Armco Steel Corp.
Butler Armco Employee Representatives 
(Ind. ).

Union Electric Co. - Production and Maintenance.
Engineers, Operating (IUOE).

Schenley Distillers, Inc.
Distillery (DRWW).

Rohr Aircraft Corp. - Chula Vista.
Machinists (IAM).

Chase Brass and Copper Co.
Auto (UAW).

The People1 s Gas Light and Coke Co.
Directly Affiliated Local Unions.

The Great Atlantic and Pacific Tea Co.
Teamsters (TCWH).

Hygrade Good Products Corp.
Packinghouse (UPWA).

Rath Packing Co.
Packinghouse (UPWA).

General Dynamics Convair Astronautics.
Machinists (IAM).

The Colorado Milling and Elevator Co.
Grain Millers (AFGM).

Campbell Soup Co. - Chicago.
Retail, Wholesale (RWDSU).

Remington Arms Co. , Inc. - Bridgeport Works. 
Industrial Machine and Office Workers Union 
(Ind. ).

Mountain States Telephone and Telegraph Co.
Communications (CWA).

Koppers Co. , Inc. - Metal Products Division. 
Machinists (IAM).

November 1966

July 1964

October 1965

June 1965 

August 1964 

June 1965 

April 1965 

August 1964 

November 1964 

December 1963 

June 1964

June 1965 

July 1966 

October 1965 

November 1964 

April 1964 

June 1963 

August 1964 

August 1964 

October 1965 

July 1966 

November 1964 

November 1964

November 1966 

October 1965
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Clause Expiration
number Employer and union date

203 General Telephone Co, of Indiana. 
Communications (CWA).

April 1967

204 Aro Inc. - Arnold Air Force Station. 
Metal Trades Council.

January 1966

205 Ohio Bell Telephone Co.
Communications (CWA).

September 1966

206 Curtiss-Wright Corp. - Wright Aeronautical. 
Auto (UAW).

October 1965

207 Niagara Mohawk Power Co.
Electrical, Brotherhood (IBEW).

May 1965

208 General Aniline and Film Corp. - Dyestuff and 
Chemicals.

Distillery (DRWW).

January 1964

209 General Motors Corp. 
Auto (UAW).

August 1964

210 Atlantic and Gulf Coast Cos. and Agents. 
Maritime (NMU).

June 1965

211 Supplemental Unemployment - Severance Benefits 
Fund, ILGWU.

212 Supplemental Unemployment - Severance Benefits 
Fund, ILGWU.

213 Supplemental Unemployment - Severance Benefits 
Fund, ILGWU.

214 Supplemental Unemployment - Severance Benefits
Fund, ILGWU.

NOTE: All unions are affiliated with the AFL-CIO except those followed by 
(Ind. ).
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The new Bulletin 1425 series on major collective bargaining agreements, 
for which a price is indicated, is available from the Superintendent of Docu­
ments, U. S. Government Printing Office, Washington, D .C ., 20402, or 
from the BBS Regional Offices as shown on the inside back cover.

BBS Bulletin 1425-1: Grievance Procedures (price 45 cents)

For a list of other industrial relations studies, write for A Directory of BLS Studies in Industrial Relations, 1954-63.

it U.S. GOVERNMENT PRINTING OFFICE : 1965 0 - 7 6 8 - 9 1 0
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