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PREFACE .

As 8 basls for any policles which might be adopted
with respect to pre-retirement programs, it was decided that
& survey should be conducted by the author te find out how
many industrisl firms have established employes pre-retirement
programs, how these programs are operated, what asctivities are
included, what is the value of employee pre-retirement prac-
tice, and how such activitles it into the entire administra-
tion of a company.

S8ince pre-retirement practices are a very broad
field, 1t was necessary ﬁo work within well defined limita.
So, naturally, it was necessary to confine thils Inquiry to
employee pre~retirement programs within the Chicago area and
its environs. This would include East Chicago, Hammond, and
nearby ¢ities in Illinois. Therefore, the large firms which
may have small branches here but whose main offices are in
other citles are not included. A cross section of meny dife
ferent types of induatyiea has been taken in the hopss of
getting & rounded picture of "blue collar" and "white collar"
workers in these establishments,

The inquiry proceeded along these lines:

l. Literature on iIndustriasl pre-retirement practices
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avallable from libraries as well as froo private aad governs
wental organlzations in Chicago were reviewed and a bibliograe
phy complled, which is included in this report.

2. Questionnaires were sent to I00 industrial flirms,
“iyht of these were coampleted by personal interviews.

e Fersonal interviews wers couducted with personnel
directors und pension supervisors of companies who toock a more
active part in the survey.

The companies to whon a questionusire was sent were
selected in the feollowing umanner.

From a 1ist of about 100 manufucturers having fifty
or more employees in the Clearing Industrizl District, which

wng supplied by the leaxing Industriasl Year o

having over 200 employeee were selected in order to give u

s Only those

wider geographical distribution. The rest of the questicne

naires were sent te a wmore select group of cvompunies having

upward of 500 employecvs. We wers particularly interested in
thege larger firums because frouw these we expected to gather

moet of our substantiating materiasl,

The queptionnaire wae not sufficiently detailed to
eliminate all margin of errer, but objeetivity and accuracy
have been striven for,

Cur perscnal interviews however, were designed to

¢larify, verify and augment with detailed information, the
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general findings secured from the uuestionnaires, the basic
literature and other sources. These interviewe gave us aciess
to confidential information which informante are anturally re-
luctant te state in writing.
In deference to this reluctancy on the part ol the

cooperating firms, the writer has omitted all referencee to
names and organizations, except inm so far as they were already

rublished and already knowan to the public,




CHAFTER I

I9TRODUCTION
4+ Jkatemont of the iroblem

The objective of this study was simply to determine
the present day practices of 300 companies in the Chicago
area in regard to preeretirement policies. Ue specisl comm
panies were selected. Haturally meny of the larger and more
prominent firms were contacted but a good number of the medium
and smaller companies received questionnaires, Yo particular
type of industry was streseed, Hence, it was hoped a more
couplete cross-section of thevaituatiau would be garnered,

B. Limitation of the iroblem

It must be remembered that this paper treats of pree
retirement practices in industry snd not retirement practices
alone which would involve merely pensionee The probvlem is a
new ones It is being met in many companies in various WAy,
but moet aspects of these plans center around pension plans
and pensioners -- people who have slready retired. The cone
cept of pensions e¢nters this paper only in ee far as it is

part of retirement, i.e., the sconomic aspect of retiring,

4
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our ides of preeretirement policy includes the practices of a
particular management inm regard to the welfare snd benefit of
the euployee from his very first day on the job right on
through his wmany years of faithful service. HNore specificale
ly it would encompass thse ten years immeciately precesding
th.e¢ normal retirement age since it is at thie time tb&t [nore
definite plans should be mude for retirement according to
each plant's retirement policy and the wish and physicsl
ability of the employece.

Iy pre-retirement is meant the years adjacent to
retirement. Depending on the normal rotirement agé of a
particular policy it could run from age fifty to age seventy.
Urdinarily, it wculd mean the ten years previous to retiring
from work.

Pension plane are the economic aspect of retirement,
They are one of the practices set up in » complete or even
veul=completed pre-rctirement system, Up until very recent
they have been considered the pivot around which nll else
leans. In reallty they are the most practical ~nd in many

waye the easiest part to fulfill.

Retirement is a rather broad word meaning the withe

drawing of an employee from actiye work, However, there are




various kinds of retirzsuent in use in the work world,

Firet, thers is veluntary retirement. 3y this type
of retiring is understood a procedure whereby nn indlvidual
worker becomes, on his own volition, separated from thé active
working force, HNe does this at his own choosing ragardless
of his age or physical ability to work.

Then, we have the opposite of voluntary retirement,
which is compulsory retirement, Compulsory retirement is the
procedure whereby the employee, when he reaches a specified
chronological age, say sixty~five, must retire regardless of
hie ablility to continue work. This type of retirement makes
pre-rotirenent practices a veritable necessity.

Automatic retirement is similar to veluntary retire-
ment, It is the procedure whereby workers may, with special
rermission of the empleyer, continue to work past a fixed
chroncloglcal age, such as sixty-five, until another fixed
year like sixty~eight at which time they musti retire.

Koowing exactly what is meant by these fundamental
terms in this issue should obviate all charges of not being '
precise and clear in stating this problem,

D. Heed for g Solution to the Froblew
Hot all problems in the world eor in industry are

8¢ pressing as to demand a scolution, Sowme problems are ure
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gent but the solution to them cannot be had too readily. The
problem of ad justing older workers to retirement is not a
simple one and yet it 1s not one that 1is beyond a solution,
However, the faet that it i1s a pressing problem is very well
gstated by C. Francis Beatty in his speech at Princeton
Unlverality:

Just as the older worker has no corner on the problem
market nelther is any type of problem in his exclusive
domain, but certein problems do occur more frequently
in older groups....We realisze that we are touching on
one problem of industry but as we look at some of the
vital statistics we see that it 1s a pressing problem
of our present day and age. The general aspects of the
place and effecta of the older worker in Industry 1is
preoccupying the time and thought of many eoconomists,
politicians, and social workers.l

These sre the words of the director of industrial
relations of Socony-Vacuum 01l Co., Inc., a firm that 1z very
progressive in the problem of pre-~retirement. And he atresses
the need for a solution even more atrongly in these words:

With an aging population In this country that will number
one third over age forty-five dy 1980, what Industry does
and can do will have a deciaive oftocg on the nation's
economic health. (We are on the upebeat for having an
older worker in industry.) From industry's sources of
production come the wages and salaries and profits and
dividends thet determine the standard of living we enjoy.
If an ever increasing number of older people become
consumers and non-producers the source of our nationt's
wealth may dwindle.2

1 Beatty, C. Frencis, Speech, Sept. 13, 1950, P. 1
2 Ibid, P. )
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It will be seen in further chapters that industry
nas not kest pace with the influx and overeflow of older
workers by having full size pre-retirement prograus. Jut
nanagenents are not unavare of the egituation.

ind the current added wound to this alresdy sore
spet 1ls the Lorean war, which is eating up the cream of ocur
young stock. On sugust 7, 1952 an announcewent was wmade via
the radio, telesvision and newspapers that the one millionth
draftee had been inducted into the army. Thie release came
from 8 Detroit draft board where the draftees had gone through
the ceremonies. It is a well known fact snd a foreegouns cons
clusion that mot all of those boye cowme back. Those who do
come back do not take their place in the ranke of the regulay
work population. Our casualty and injured list is enoruous.
And this does not Include those who will come back unable to
work because of shock and mental aberrations.

Hence, it would seem that if industry and the unions
are going to make a system of arbitrary retirecuwent continue,
there will necessarily be a shortage of workers, The use of
the oldey workers sust come about and with thisg, the need for

rre-retirement programe of one sort or another,




Ca¥TiR I
BISTORICAL STaTUs OF #rOBLu

As Ghatus of Older iorkers

"This 1s the best country in which to live leng and
the worst‘eeuntry in which to grow old. There is a very epe
sential contradiction., Ve suffer frow a dreadful age-phobia,.
“hen we get to be thiriy znd when we tend to get toward thirtys
nine, we have a terrible time....This is a country that wore
ships yauth..‘,”a These are the words of a men well versed
in the problem of cld agc.

Pogeibly because we are a young country we look for
everything young. Unlike the countrleg of the Orient like
China or any of the uropean countries, there is no deep
underlying current of respect for old age. In those countries
aﬁy #ign ef old age like white hair, & beard, or a wrinkled
brow is considered an outward sign of wiedom and experience,
The ancient Greeks did not consider a man ready for resl

active participation in their city politicse until he was in

X 1 George Lawton, "Are You Ireparing to Grow Old
<“uccessfully?* Iown lleeting, Town Hall Inc., 1948, p. 19

9
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nie fiftien,

Today we are more than likely returning to the ane
cient Inca civilization., It is gmazing how our idess ou ree
tiremcut are so siullar to those of the Incas. From elght to
gixteen the Inca was a boy playings from sixteen to twenty he
was a coca-pickery from tweuty to twentye~five he was a workers
from twenty=-five to fifty he was the head of the family and &
taxpayers from fifty to mixty he grew oldy after sixty he was
gn old man Bl&é?iﬂﬁa“g

Hodern society etil) takes it for granted that worke
ers should be forced to retire at age sizty or vilxty-five, roe
gardless of thelr ability to keep on perforuming thsir Jobs.
This arbitrary retirement le unjust, wasteful awnd wrong. It
ignores present day statietice and 1t is unrealistic in a
medical sense. ihat is more it destroys any human dignity of
an older person and robe soclety of valuable service.

Great work in sclience, art and world affairs has
been done by old men and the trend may be considered to be
progreseing onward as science and medicine continue theiy

success in geriatrics., Decline in physical ability begins

< Hartin Gumpert, "Our Ideas About Retirenent,®

deaders Digest, Nov., 1952, p. 110.
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at thirty or forty, yvet a man's sbility to drive an autoe

mobile improves to fortye-five, and at sixty-five it is superior

to that of the twenties,

Fortunately because of the need for workers and the

prevalence of many old people in the work force, some of the

more modern and progressive @rganixatianm are beginning teo

recognize the value of thelr older employeos, even éft@r they

have reached agge sixty-five.
ginming to recapture thelr prestige.

sldered a valuable part of our whole society.

B ige Distribution of UsS. Fopulation

TABILE X

Oldeyr people in Americs are boe

They are being cone

AGB DICTRIBUTION OF Ul.d, PORULATICN IN THOUSANDS®

Up to by 2 ) 4 Bwbd &8 & Totwl
13 yres over
1947 474725 54,388 294277 10,501 142,061
1960 49,075 55,645 34,876 13,978 183,274
Tet '
Change 1,340 1,287 5,299 5,387 11,233

~ 3  GoconysVacuum QL) Co.y Inc.,
hatirem@nt Practices®, 0ct., 1949 Ps 3

“turvey of Pree




12

This ferecast indicates that- by 1960 there will be
a gain of 1,287,000 people within the preferred age group of
twenty to fortyefour, from which industry gets its recrults.
:nd the census of 1950 showe that there are many old people
euployed,

Industry's needs alone for additional workere by
1960 will approximate 3,000,000, and they cannot be obtained
from the preferred group twenty to forty-four. Zven the wo=
man population could not take up the slack. UNo matter who is
drafted into work situationz, the need for workers will also
surpass the actual workere available in 1960, and the ensulng
years.

Companies sre preparing thomselves to accept the
inevitable shortage of workers in the preferred group and are
realizing the workers must come from the older population,
Whereas, before, immigration teok care of the labor problem
to a large extent by supplying young fresh blood to the work
force, that has been curtailed since the middle 1920's,., Then
too, before men used to work until they died or became phys~
ically unable., Now with ocur government legislation it is pos~
8ible for workers to quit working after sixtye-five and thus

become lost to the force.
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Ce The Agzing Population in ilelation to felitics

In Beptember 1948, of the 10,790,000 men and women
in the United Gtates who were over slxty-five years of age,
£29894,000 were employed, 818,000 of them in agriculture. The
remainder, 7,896,000, were living on investments, savings,
social security, old age assistance, penzions, charity or
relatives, All of the remainder were consumers of national
production rather than producers.,

It ie estimated that the contribution to the national
cutput of the over eixty~five employed group is nearly cleven
billion dollars annually. This sum of money is greater than
the total of all Ee&eral. State, and ‘unicipal taxes levied
for the year 1926 and is pomewhat less than twentye~five per
cent of the cost of Federal govermment today., Industrs ie in
danger of losing this even greater output by default, with the
increass in compulsory retirement plans,.

In 1960, it i estimatéd that an additionsl 3,387,000
people will have been added to the over sixty-five group.

This addition ie gre:ter Ly two and threeefourthe times than
the number added during the ssme period to the population of
the preferred employment age group (twemty to forty-four),

All told there will be 14,000,000 people over gixty-five vears
of age and 35,000,000 whe have passed the forty-five year
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morks All of the labor force mewbers in these two age groups
are conscious of the probability of retirement and of the
difficulty of obtaining ewployment and are deeply concerned
about their uncertain personal ruturea.é

If an appreciable portion of the total group were to
band together, as did happen in California, the weight of their
coubined and supporting vote would be a most powerful force,
The ultimate cost of supportiung this group must come out of
national production, i.e., out of industry's income. There~
fore, the vital stake in the national problem of what to do
about the older worker is industry's. The treatment will have
to be vigorous and aggreesive, because If a large national
political o0ld age wovement gete underway, the ultimate result
night approximate a political balance of power.

There is another intriguing possibility inherent in
the aging population. Conservatism and sge are companions,
Despite the welfare planners, it is quite likely that the peak
of strength of political support for radical changes in oup
governmental and industrial system has been passed. ITeser-

vation of property rights and individual security are of umore

4 Socony-Vacuum 01l Co.y Inc., "Survey of iree
Retirement Fractices,” p. 4.
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personal importance to the older citizen than indulging in exe
§erimenta1 excursions into untried economic byways. If ine
dustry can convince sn appreciable group of the aging industrial
population that it is, in fact, doing something about their
uncertain futures, socialistic remedies will wither for lack
of support. HNot that we are opposed to any governmental plans
put it does seem wmuch the better for the individual, industry
gnd the nation at large to have this problem of old age taken
care of at the very source.

Should a man continue to work all his l1life? This

guestion lsads to the controversial issue of whether or not
a man should be compelled to retire. Some do not think it is
wise, in general that is, for workers to stay at their jobs
beyond the normal retirement age. Without a doubt they do
have some agreement when applying their idea to individuals,
Howaver, we want to bring out wore graphically some important
facts about compuleory retirement so am to clarify the issue,
eepecially since it is the core of thie paper,

The actual number of people in the over slixty~five
labor force in 1860 will depend on the increase of compulsory
retirement plane, personal inlitiative of the retired and the

capacity for employment.
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There are literally thousande of employer-initiated
éensien plans today -=- three-fifths of which are nonecontribu=-
torye This number will increase in the future as unions bare
gain for thew aggressively.

It is obvious that there znre many advantuges to come
pulsory retirement and many disadvantages. Haturally, the
greatest loss is the personal one to the individual employee
who finds bimself out of work, capable and willing but not cne
ployable chronologlically, perhaps with no savings and with less
than a substantial income from Federal Security, or frouw his
employer or other socurces.

In this connection, Jummer Slichter, eminent Harvard
econoniet stabe categorically in a recent article in the jew

York Iimess

The seriousness of the problem of old age security is
greatly aggravated by the unwise retirement policles of
business. TFew people retire voluntary. Illost retiree
mentes occur against the will of the worker at the decision
of the employer. The comxunity would be better off iIf
older peysons who were willing to work had jobs and were
producing goods., Furthermore, most persons would be
happier at work than they are in retirement. For the
majority of jobs, the age of sixty«five is too early for
retircments The growing practice of retiring all pergous
at the age of sixty-five should be decisively halted.

8 Insurance Resesrch and leview lervice, Section 21,
card nco.y CR 72




In the interviews and in the written replies received
grom interested peraonnel directors the tenor of industry ran
wlthout a doubt in favor of the older worker, The Headers
gggggg almost unfailingly carries an article on the older
workers and their plight. and often it is the views of man~
agement, It 18 not true to say that management 1o indifferent
to the issue of the older workers. .. Bille of Acume iteel,
sy, Lartin of Carson ririe & Scott, and lr. Gorby of Marshall
7ield & Co. are very outspoken about older workers. They
could be considered as represeontative of large progreapive
firms. Industry does not feel that workers whould be shelved
at age sixty-five., On the contrary, they are found in their
original capacities or in less strenuocus tasks. after all
there are millions of examples in every industry throughout
the length and breadth of the United States which prove the
merit and sturdiness of older men. And from the standpoint
of good business it would not be wiee to overlook or cast aside
one of the major groups of work foroce. Statistics give old age
the edge when it comes to working. Older people have less abw
senteeism, they don't get injured as often eor as seriously,

they help build company morale, they guide, direct and teach

the young reeruits, if not directly at least in example and
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through association, they know their jobs well and thus there
is less waste. The queetion is clear. Older people ars not
only a major part of the work force today and especlally in the
future, but they are a basic element. Induatry caunmot and
will not neglect the staff of production.
In 1950 the late Dr, John J. Wittmer, then vicee

president of lew York's Consclidated Zdison Co. charged:

Industry has been grossly guilty of banishing into ree

tirement men still capable of worthewhile economic proe

ductivity. Ve have discarded skill and energy which

could very well be utilized in the national ecounouy,

and we have crushed the morale and willetoelive of a

large portion of our population, ISoclety generally

has forced ocur aged citizens énta the degrading posie
tion of parasites on soclety,.

From the foregoing facts we can see that labor'’s
stake in employment and retirement is at an all time high
and 8till en the increase. The working force has exp:nded
by millions since the low depression days, It is simply a
question of how long shall a man work these days. Or ie he
to be considered, like athletes in certain sports, of no use
after an arbitrary chronological age. Iabor is faced with one

of the most subtle problems of employment it has ever had teo

6 Fo Stryker, %"ihen Should Vorkeres Retire?®
wm: FINI, 3, 1952, p. 110,
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face yet. The abrupt and blunt stop off a mun's earning power
gffacta not Juet him but many ethers through him,

' Much theory and socisl philosophy cam be written
jnto any discussion of the need for an employce-retirement
plan. It is true that business pockets a value from the con~
trivutions of even the lowliest employee and that when the
employee has turned over to business the entire store of the
only commodity he has == his working ablility -~ aud is no
longer currently useful to it, he deserves more than pere
functory scrappring. ioreover, such wholeeale scrapplng by
businese at large leadm to sericus economic repercussions,
and the hue and cry fer govermment interference,

Buginese has long recognized the valldity of and
followed the practice of amortization funds for replacement
or retirement of physical properties. Such funds are ne more
or less than a practice of meeting foreseceable future oblie
gations by installments out of curraent income, It is an obe
servable fact that phyeical property begina to approach the
inefficiency that comes with old age from the day it is put
into use.

Fmployees becoume inefficlent Just as do physical
properties, If it ie sensible to meot the retirement cost
of the latter in advance, it is anlso seneible to meet the ree

tirement of the former on the same basis,




CHAFTER IIX

INDUSTRIAL PRACTICES IN HELATION T0 PREFARING
OLDFR WORKERS FOR RETIKMMENT

Ae Statistical Data of Suxrvey
Humber of Companies Responding., Three hundred
covpanies were contacted by questiomnaire of which ninety~
geven or 32.3 per cent reeponaad.l This represents a sizew

able core of the work force in the Chicago ares. iinny of the
companies are recognized as important units in their speecific
industrial flelds and are large employers of people., The
industries will not be listed in the aippendlx because it was
thought that, in view of the fact that eight questionnasires
were returned without a name, the companies do not mind partice
ipating as long as their policies canmot be identified.

The number of returned questionnalree constitutes
& representative sample of Lue group. 48 would be expected
fifty-seven companies or 58.7 per cent of all questionuaires

returned came from the large companies, lLarger companies,

1 See Table II, pe. 21,

20




pat
TaBLE 1I
QUECTIONHAINES ISOULD AND FERCENTAGS RETURNZD
4CCORDING TO SI125 OF COMFANY®
questionnaires Very lLarge Hedium Small All
large Iwe <2 2 2 Lot W

Hoe Issued 78 25,0 86 28,7 102 «3’4;0 27 12,3 300 100.0

¥o. Returnad
Complete 20 37.8 14 26.4 13 24.5 € 11,3 83 100.0

Ho. Aeturned :
Incouplete 9 20,5 14 3I1.8 O 205 128 27.2 44 100.0

Total Hagber 7 ' ,
Returned 39 20.8 28 28,9 22 22.7 18 18.86 97 100.0

rereentage '
Returned 28.6 273 2146 48,3 323

* Very large here refers to companies having over
10,000 eumployeesy large refers %0 companies having over 5,000
and less that 195000 employees, medium covers companies having

from 500 to 4,999 employeesj small embraces coumpanies having
less than 500 employees.
*# 7 of total issued,

##% 9 of guestionnaires issued
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ag nere understood, would range from five thousand euployves
to thirtyetwo thousand ewployees. It was also to be expected
tﬁat the larger companies would return their quustionnsires
completely filled out in detall, since some have pre~retires
pent programs and also the help to do the task. Yet the
smaller compsnies were not too outdistanced by the larger
firms, It is surprising that the returns of the smaller
companies should show up at well as they do.

Regarding the completion of the questionnuire thirtye
four or 64,2 ﬁsr cent of the questionnaires returned completed

caue from the larger coupanies. Likewise twentye-three or BI.D
per cent of those imcomplete came from the larger companies.
The smaller companies run more true to forme The high pere
centage of incomplete returns is due to not haviag a program,
lack of interest in preeretirement, haste, and cversight. Iy
incoumplete returns is meant those questionnaires which did not
answey every question or did so only in a cursory umamer,

This ides 18 brought out to notify the reader that there will

be some variance in a few tables due to thies lack of informae

tion,.

Size of Companies Responding. In view of the fact
that our tables will always be divided into four groups it
will be well to point out just how the coumpanies that den=




grivbuted data measure in regard to size and the number of
émgg}loywa they cmploy.

Of the 555,723 employees covered by the survey,
55,9 per cent were employed by the vary large group.g dherew
as the large companies totaled thirty-two firws, the very
iarge companies, consisting of gilant organizations, far exceed
them in employees, aAlthough the gquestionnaires were almed at
the larger corporations, the medium and small were not disres
garded, On the contrary, it was hoped that mere of the suall
companies would replys according to the table these small
firms stand a mere handful iu the encrmous labor group.

Kinds of Industries Responding. It is very natural

now to want to know what kinds or typee of industries are ine

cluded in this ﬁtudydz

Hany types of industry were contacted
with & etrese on no particular type. 48 can be seen from the
table, except for food companies and machinery companies in

the manufacturing group, no other type is too highly representedd
In the non-manufacturing group only transportation and wholee
sale and retail companies stand cut., However, employce~wise
there is a noticeable dent in the work force among soae of

these nonemanufacturing industries. Other than those few types

—

2 See Table III, p. 2.
5 See Table IV, p. 20¢




TABLE III
DISTRIBUTION OF COOPERATING COMPANIIS BY SIZE
AND PIRCINTAGE OF FUPIOYKES

SHOWING HU

- i ,f
i
gize of Companlies lumber of [Per Cent | llumber of [Pore
Companies imployees : Cent
Small (Under 500) 18 3 64653 | 1.2
yedium (5005,000) 22 | 22,1 | 98,986  17.8
Large (5,000+10,000) [ a2 . 32,9 129,665  25.1

Very Large (10,000-over): 25 | 25.8 310,119 55.9

Total ‘ 97 100,0 555,753 10040
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of industry that seem to tura the treund in their favor, there
is o rather wide distribution cf types of industries,

| Hdumber of @ in Vardous Types of industry. Have
ing sixty~eight firms or 61.2 per cent in the manufacturing

er

group may seem to show s leaning toward them. In reality it
ghows up the fact that Chicago is a very definite manufacture
1ing citys Even though manufacturing exccede the nonemanuface
turing in number by more than two to one, as far as euployecs
go the margin of difference is only a little wmore than 100,000
employsas.¢ The reason for the close range in employee pPopw
ulation is due to the transportation compsnies that hire wmany
peoples Even without transportation, the banks and departe
went stores are usually employers of large groupes of white
collar workers.

dength of Sexvice of vorkerss Just how long soue
of these men have scrved the companles studied rangss from
five to fifty-four years. The greater psrt of the work popw
ulation is centered in the ten, fifteen, and twenty year

brack&t.ﬁ

It may again be worthwhile to point out that the
heavy population ia all groups of the ten to twenty veurs of
servicc employees does indicate the heavy increase of the work

O

4 Bee Table V, pa 27.
5 Geo Table VI, pe 29




T4BLE IV

YVANUFACTURLIG COPAUIDS INCLUDZED IN SURVLY
BY TYPE OF INDUSTRY

ap—

-

uvamufacturing Companies Imployees
Hoe rer Cent k1. Poer QCent
of ZTotal of Total

milding Matertals | 1 1.0 1,181 .2
Chemicals, Drugs, etc. 4 | 4u1 | 10,350 1.9
ilectrical Zauipment = 5 5.2 8,000 9
Foods, Dalry, ete. 15 13.4 41,580 7.5
Instrumente and Tools , 7 é 7o 8,6 % 1.6
20,3 | 104,342 | 18.8
21 20,69 5.3
6.1 | 42,441 | 7.8

ot
o

dachinery
Heat Packing
Hetals

3.0 | 12,006 | 2.2
5.2 . 50,827 10,8
241 § 1,756 . o3
1,0 5 2,681 % o5
2 | 18,439 3.3

rapex

Fetroleum

rinting, Prublishing
mbber

e

g & B W B G &R

Steel j :

Textiles f 2ol § 652 .1

Other ; 542 E 1,350 .2
§ -

Hamufacturing %
SubeTotal L 68 1 704 . %30,080

SR NSNS S

6l.2

A




TABL@ v

HON w MAWUFACTURING COMPANIES INCLUDED IN SURVAY
BY TYPZ OF INDUSTRY

Honellanuiacturing Contpanies | Imployees
Nos ¥er Cent No.  Per Cent
of Total . of Total
Banks 4 4.1 4,126 § o7
Insurance 1‘ 4 4.1 33,318 640
puiic Utilittes . S | 3.1 18,000 | 3.2
Tranepertation o7 e 104,189 = 8.8
“holesale~Retail , 8 | 8.3 54,892 9.9
Other s osa | L2 2
Non-lanufacturing ‘
SubeTotal 20 2049 215,745 | 38,8

Grand Total : ;
(Tables IV and ¥) ~ 97 100,0 555,725 | 100.0
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forca in and after the war. The thirty to forty yearst of
garvica grouy should have more members except for the compule
géry retiroment at age sixty-five und also for the grext ine
fiux of women into industry during the war, who will have ree-
tired at age sixty under compulsory retirement prograns and
will not have had wany years of service, pince they started
1ate. |

Sumber of mplovees at Retirement Age. The aunmber
of employces retiring in 108¢ is oddly enough aot very large
desplte the compulsory retiremunt age of sixty-five in uany
companies., There are many reasons for our present atatiatiﬁa.ﬁ
Firat, many firme permit thelr older workers to continue in
enployment even after sixty-five, Gecondly, many firms do not
have knowledge of retiring employees until three uonthe before
retirement and hence could give us only a rough estizate.
Thirdly, many firme studied here are the ty@é that do not have
a coupulsory retirement age and they are the ones which cone
trol alwost half of the ewploy:ze population., Hencs, our
Table VII is not too indicative of the number of retiring
employees,

arious Xinde of Hetirement in Industries. There

&re wmany <differont misconceptions about the retiroment ages

€& Gee Table VII, pe. 30e
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TABLE VI
GUMBER ANMD LENGTH OF SERVICE OF BMiLOYiES STUDIED
FROM FIVE TO FIFTY YEARS
size Yoare of Service
5 10 15 20 30 40 50 Total
Very Lirge ao,gaa‘ mv,es’a mz.m 70,115 s.sav% 612 37 (310,11
3
Large 14,4453 49,110 21,2341 35,010 aa.ma; 708] 401139, 66
Medium 28,330 49.46@ 8,112| 2,998 66| 20 0] 98,98
; ’ 9
small 34653 1.590; 994! 451 8 o 0 668

all 5‘7;4;18 198.?39’ 132,346 199,574 3&;853*1.54& 77, 5553‘73
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TABLE VII
NUHRBEZR OF EMPLOYIES PAST HORMAL H#eTIHGMENT AGE

\

Very large, Large ledium | Small ALl

a—

Humber of Zmployees
Past Hermal Re~-

tirement ige 5,613 2,102, 1,467 | 95 7,275
Total Number of ! | B ‘ , '
mployees | 310,119 130,665 98,986 | 6,683 555,723

Percentage of é
Imployees rast @ ;
Sormal Retliree ‘ : J ( 1
ment ige ; 127 | 1.5% 1a4% 1,47 1.3%
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a1
among employees, Basically, there are "three differvent kinds
of retirement, The first is compulsory retirement, It ie
obligatory on everyone. One é@at retire ypon reaching a cere
tain age.

Then there is sutomatic retirement, It allows a
person to work beyond a fixed age limit to ancother arbitrary
ages such as sixtyseight or meveanty., Then the worker must
retire.

The third type is veoluntary retirement. Thie means
thét an employes may guit working whenever he wishes, regarde

1es8 of his ehronolegi¢a1 age.

TABLE VIIX

KINDS OF RETINGMENT IN INDUSTRISS STULLLID

Kinds of | Very | ! % |
Retirement @ lLarge ; Large | Medium GSmall All e
Compulsery . 15 ¢ 8| 7 1 31 32
automatic | 3. 10 12 35 | 34
Voluntary 7 14 3.9 a3 34

Y ! : ;

: ' ; < ]

Total 25 32 22 18 97 100
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Thus, although it would seem from the ta’blev that
1arge companies favoyr compulsory retirement, it is not necs
cesarily true in view of the power of unions. The table secus
go indicate that the issue of retirement age 1s about even.
in reality thig is not so because some of the employers of
jarge groups of manpower do nut‘hava compuleory retirement,

But the issue is not Jjust retiring a person at age
sixty~five or seventy. He may have many friutful years ahead
of hime We are primarily interested in preparing and adjuste
ing older workers to retire, 4nd this sdjustment must be
physical, financial, and emstional regardless at what age he
retires.
t Ages in Cowpanies. Having spoken
of the types of retirement we shall now consider the retiree

nent ages used by companies. Here we find that retirement at
age sixtyefive ig prevalent among large companies, Table IX
shows that thirtyeone out of fortyefive faveor retirement at
age sixtye-five, But again we must bear in mind the extrancous
factors inveolved. The sixtyeecight and veventy year limit is

increasing.

Y See Table VIII, p. 31¢
8 See Table IX,; p. 33,
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TABLE IX
ViRIOUS COMPULSORY RETIREMINT AGES IN COMPANIES
ACCORDING TO SIZE
e ige Age
gize Ags g 68 I* 0 & P* Total « U%
over Companies
Very Lavge, 16 35,6 6 22,2 = 3 12,0 25 | 25,8
large 15| 33.3 9 33.6 @ 8 32,0 32 § 3340
Medium | 11 24.4 6 22,2 | 6 200 22 | 22.7
Swall 8] 6.7 6 22.2 | 9| 36,0 18 | 18.5
; ! | |
A1l . 45/100,0 27 100,0 @ 85.100,0, 97 | 100.0

* Per cent of total in age group
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Iypes of Pre-Retirement Irogreus in Operation. 4nd
pow we come to one of the basie facts studied in this thesis,
we £hal) find in Table x? items concermning how many of the
pinety-seven firms studied have pre-retirement programs and
the type of pregram in effect,

It leaves no doubt in one's mind that this is some=~
thing new, Iven in the large coumpanies the meager percentage
of 9.3 shows that only nine out of ninety-seven have a formal
plen. The word formal, in this instance, nesd not mean that
it be highly systematised, Actually it enly requires that a
company has a plan that rises beyond the formsl establishment
of a pension plan, and is not followed in a haphazard fashion,
The fact that certain procedures are followed in a presdetoere
nined manner would give evidence of a formal plan.

Sixty~elight per cent of all the companies had no
program whatscever. liowever, it is to be noted that twentye
three per cent of the companies had informsl plans, Iy ine
formal program is meant any and all practices that s company
uight use in its own particular way for its own particular
need, especlially for medium and small sise companies. It

could and does vary with the individuals and companies involveqd,

9 OJSee Table X; pe 38,




TaBLE X

PROGRAUS ACCORDING TO 8XZE

395

KINDS AND PER Ci¥T OF COMPANINS HAVING PRERETIADENHT

: Small sz Come

Program Very large large Hediunm :
,, 2]
Hoe %% [No., %% Ho. %% ?Km o iﬂt‘h pid
Tabulated 25  25.8/32 5e.gisz 22,718 Qxa.a o7, 1&9.0
Yo Program 13 L7240 20 | ; 6248 1‘ 6346 . ﬂ 5009‘ ﬁﬁ* 63,0
Pormal Frogram 3 1a.a§ 3] 9.4 1§ 4.6 z 11.1 9 9.3
v j g i ;
Informal Program . 4 16,0 9| 28.1 7; 31.8 ?1 3@.@ zsf 22,7
I . | o L
! T ! N ? ;
Total 25 /10040 az;:ea 0 22/100.0'18 '100.0 97'100.0

% Per cent of total
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gt will be different from the plane in bther companies., Howe
every the cne common denominator will be the striving through
one practice or another to help the worker adjust himeelf pree
vious to the day of retiring.

B. Preparation of Older Yorkers to Retirement

It ie this writer's view that man is composed of
three parte ~« body, mind, and soul. He is not a pieée of
machinery and should not be treated as such, but as a human
bveing. lian cannot be isolated frow his wind, nor his mind
froa hls body. What affects one part, of necessity affecte
the entire person. Therefore, if we are to hely man, we must
look at him in his entirely.

In dealing with the worker as a human there is one
element that governs his whole 1ife -~ security., This security
comes in three forms -« physical, financial and emotional
adjustment, Let us discuss each one individuslly and see how
it is dealt with in various companies,

| Fhysical Security. Most companies have recreational
programs, health plans, doctor'e and nurse's care, and safety
campaigne. These are all intended to help the physical wele
fire of the employees, One company has s rather unique active
ity in an old timer's soft ball game which is held ench year,
It ic an event in which a1l the older workers take part and
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jook forward to with uuch snticipaticns ALl the participating
players are over sixty. The average age was sbout sixty-elight.
there iz no doudbt that recreational activities combined with a
good medical and safety program contribute to the worker's
general health and phyeical wellsbeing. ‘

Einsncial Jeecurity. Fractically all the coupanies
today poesess some sort of pension plam for their employees,
snd added to the companies' benefits is 014 ige Survivers
Insurance. These twe combined are supposed to take care of
the financial need of the employce when he reaches the unormaml
retirement age. Mot one company responded without indicating
that they had a pension plan. Some, of course, had slaborate
systems of pension. Hot a few firme also had both coniribue
tor& and non-contributory plane, plus health insurance, profit
sharing and bonuses., Most of them had contridutory pension
rlans. In a case where there was more than one plan the coe
ployee had a choice of participating in either? the contributory
or nonwcontributory prension plan, uany firme distributed
handbooks in which the worker could figure out his own benefits
at the normsl retirement sge. If an employee leaves the flirm
rrior to retirement, he usually receives nothing from none

contrivutery pension plans, Without a doubt the workers are
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taken cars of 10 a limited extent by pensions. In many cases
thege benefits were in addition to Social Leeurity benefits
making the fimanclal aspect of r@tiring even that much more
jmpressive. Dut the significant idea in this asppect is the
pilunt truth that the benefits going to a pensioner do not
apount te much. It iz obvious to all that the high cost of
1iving deuands & falr size wage. Ordiﬂuriiy, even thé hest
pension plan will only give a man about half of final earnings,
of course¢, pension income relies far heavily on years of sere
vice, contribution of worker and company, and dollare earncd
in past years for its value, 35ti11 the rough average of all
the plans centered very closely arcund half of the pensionur's
finnl earnings at age sixty-five with thirty yesye of service,
Thus we can sec that pensiocng are not the panacea
to retirement, lioney, as always, is z gre:at help but never
the last word, and where there is ncot enough moneyy,other
waye must be had in meeting the probleme, It ie a recegunized
fact that mere peusions would nct be able teo take care of a
wman and his wife, if he trics to live ac he did before retirece
ments The body cannot live without food and the mind often
makes the body sick through worry over money matters, For

these reasons, emotional security is necessary for man,

fmotional Security. ilan as an intellectual being
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(s 8 Very delicate being. He i capable of the nighest ldeals,
¢he moet burning love, and the decpest hate. idan runs the
shole gamut of emotione. They oan wzke hiwm or destroy him.
pasically, man wmust get from his job, from money, from his
family snd from his enviromment, uaderstanding, recognition,
patisfaction, and a feeling of belonging. These all come
about in varying degrees for various individuale. This is»
the work of preeretirement programs, Before o wan leaves
after serving s company falthfully, and in good weasure, he
shbulﬁ come away prepared to face the inevitable day of ree
tirenent and all ite problems and evillg. .ind a worker can
face that day if he has physical security «« his health, fine
ancial security «« adequate income ~- emotional sscurity -« the
realization in thought and deed that he belongs to the group
and has everything to continmue to live fore If only one of
these thinge is lacking, and especially the idea of s8tlll bee
ing useful, the pensioner goes out inte the woerld of none
workers leas a man because he will never feel that he fits
in the world situation any longer.

In order for us to age succcssfully we ueed to still

belong to the community, to be important in it, to cone

tribute to its work in life, Ve need a Job or an active

ity to replace our own jobe, It may be part tine, it
wmay or may not bring in wmoney, but it zust briag in




40

pelf=respect, we need fricnde. e need a vodest in-
come. we need a modest degree of healthe Je peed a
halfedozen forms of creative selfeexpreseion.

Ce Ire~fgtirement jsctivities
Prom the results of the survey as shown in Table XItl
there are many wethods which industry uses to promote the gone
eral welfare of the smployee. There activities arrange thems
gelves in three groups: econoufc activities, personal adjuste
ment activities, and physical activities. ihether they use
the whole array of fringe benefits or Just some, the beneflts
are the same, One personmel director stated in a letter, ®any
and svery activity no matter how small helps the worker and
ereantes a bond of friendliiness and tru&t¢“18
And yet another man, the director of industrial
relations of a large public utility wrote in hile letter:
This couwpany hus no preeretiremont prograwm, nor does it
forsee adopting one in the near future, vhile our mind
ie not closed to the subject, we are far from being cone
vinced that this sort of paternalism is a preper function
or responsibility of industry, and, 1ndefg, borders on
an invasion of the individual's privacy.**

Others in raylying critieized the use of some active

xuec@ssfulig.”ngégémizgzgz: ;%gf gg? gf@¥g§;u§&§§'6§g:;?1d
Hew York, 1948, p. 1 .

11 See Table I, p. 41.

12 Ferscnal letter

13 Perasonal letter
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TasLE X1 .

ACTIVITIES AND THIIR FREQUENCY IN PRE-RETIREMENT PROGRAMS
BASED 03 THE RESPONDING COMPANIES ACCORDING T0 S5IZE

activity Very I.arzer Large & Medium @ Small ALl

Noe % of  No. % of No., % of No. % of No. % of
25 32 22 ; 18 | 97

i ; i

—— ; ' ’ T :
¢ 5 F H ¥ H
: H i

Eosnomie SR
savings Plans | 20 | 80.0 (23 (71,9135 59,1 0 © |86 |57,7

Profit Sharing \ | ‘ ] t
Flans 23| 92,0 |19 ;59,4 19 /86,4 11 61.1 72 3’?4..2

Tarift Plans | 15| 60.0 (18 /56,210 (45.5/0 0 43 44,3
Oredit Uniom | 24 9640 /26 (81,2 17 [77.3, 0 0. 67 |69.0

Company Stock |
Purchase 9 36,0 | 6 [18.7 11 50,0 8 44,4 34 355.6

Disoounts | 20 B0J0 (20 87,5 13 59,1 16 B88.8 77 79.3

Incentive Plans: 12 48,0 19 59,4 4 /18,11 0 ' 0 35 36,0

sggostion 0 o 0 G
Systems 16| 6440 (14 437 3 13.6) 1 5.8 34 35,0

Daployee Store 5 20.0 3 94 0 0 O ‘%o 8 8.2

Annuities and A
life Insurance 21 84,0 26 81,2 20 90,9 7 38197‘ (76.8

L

!




PABLE XI (CONTINUED)

ACTIVITIES AMD THEIR FREGUENCY IN PRI

4la,

e RETT RO

BASED ON THI HREBPOHDING COMFE, z«ﬁl}:& &GGOE@I‘{Q 70 52451&

——

;;ivity §Very Luraci large ;iedium Small ;An
Hoe T of (Ho. % of¥o. 7 ofNo. % of &%. % of
28 32 22 1 w7

gersonal ddlustaent L

Interviews 23/92.0 | 30[03.7 20 ba.ny 3 1646 76 (7843
Hobby Shows 15/60,0 | 11/34.4 2 9.1 0 0 | 281288
persomnel Counseling 19/76,0 | 17 63.1 16 22,7 8 44c4| 60 6148
irticles in Paper | 21/84,0 | 18[56.2 51227 00 | 44,45.3
service Clubs 231920 | 20 90,6 1777,3 1| 5.6 70/7201
 Budget 78,0 | 4228 1 48 0 0 12j12.3
Biucational Frograms 19,760 | 11134.4 7 71.8 0.0 srsea
Dimners, sto. | 2496.0 = 30 9s.v aa~9o.91 o so,c ' 83/86.8
Awards | 34%95.0 - a8 av.s 1v:77.3 10 55.6 79 61,4

Gradual Lessening E «§ T ’ D
of Work . 8.32.0 | 3 9.& . 1&.1 2 11,1 17/17.5
Vooational Training 2 8.0 a s.x oo oo % 3. 3.

Assigmment to L&ghter : | | f R
work 8320 2/ 6:3 11 4.5 1 6.6 12123

irte and Crafts | | N
Activities | 16:64.0 | 9uas.x 3 xa.é 0 0 | 2828.8
Contacts with | 20'80.0 19359.@ 13 as‘x 8 444 60 61.8

_ snmuitante : ‘ . ; S
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jties because they arce ust part of retirement, but belong to
gnother vhase of administration. 7This we grant, However,
pone of these activities really stands alone. They affect
pan in more areas than one. Naturally, our prime concern is
ghe use of any activities toward the adjustment of older
workerse This would include wmauy activities extending frou
the very firet day of employment to the time of retireuent.
the concentrating of directly applicable pre~retirement active
ities would be the ten yeare previous to retirement. These
activities are in addition to pensions and Old Age Survivore
Insurance. Unfortunately, not all the companies reported in
full, Some either forget or did not take the time to indicate
vhat thelr companies have. To be sure, the lurge firms do
bave wmore activities and fringe benefits, In fact, some have
a few activities not lieted in cur Table Xi, It is worthwhile
tc note that in ithis whole list every aspect of man is taken
care ofe let us then aunalyelsze ihe table according to three
groups of activitiess economio, personal adjustment, and
physicals | ,
Zeonomic sctivities. Ae far as the economlic active
ities are concerned we have already mentioned that thiy ave

quite prevalent in all the companies reporting. The plans




ghereby people are aiced to save their money secws to be a

b
gatrly €asy way to give economic security. aAll of the econonic
plane are either for saving woney or waking added woney.
¥ereonal Asdjustment. The second type of activities
are designed to help the ewployee adjust himeclf to retires
pent. lence, they like to keep articles on retiroment coue
stantly before the eyes of the worker. It makes them think
and makes them take the initiative in this womentous crosue
road of 1life, Naturally, nething is better than the atéry
of a man retiring after thirty yeurs of wervice., This kind
of exanple impreeses the other worker.

Then there is the counseling preogram., The purpcee
of this 18 to give advice, information und hely to the ro=
tiring ewployees, This is probably the most invaluable teche
nique becausme then each workeyr can be given individual attene
tion which he wants and needs, His probleme are not like
these of previocus pensioners, UVany have interviews with the
esployers but few have them very often, Lost of them take
Place usually three months before rectirement.

Probably the most typical preeretirement activities
are making the budget and edvoational programs, 3Sudgeting

is going over the aseets of a worker and pointing out how




pis income will line up with his expenses after he goes on

“ -

p,ngion. Hducational programs tzke in talke by wellsknown
experte in varicus fislds allied to retiring, movies or watters
p,rmj.ning to living, health, income, saving, eurning mcney,
and hobbies, Education would alsc include books, pamphlets
and any other literature dealing with the subject of retire-
sent. Thie would entall making available these things to the
gorker. Haturally, only the larger firms could go into this
ainute detall of preparation. But it still shows how thorough
and adequate such programe would be for the people invelved,

Physical. These activities are more tangidble and
possibly mere practical. However, they are not the were pree
valent. The awarding of pins, placques, certificates or gifts
Qt a dinner in honer of retiring pensioners does much to give
him stature and preastige. Host people like outward signs of
recognition for service well given, They are considered
physical activities Vecause they are for the moment and the
glory usually dies with time., They do for the time help the
worker at the time.

Arte and crafts are activities that are wore subtle,

They are desigued to create abilities, skill zud interests
in many things s0 as to give the retiring worker something
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ot which to devote hie spare time., Usually the worker carries
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the skille learned from arts and orafts right iunte his retiree
gent years. For the man whe does have interests in such
aotivities thus has an outlet for his leisure time., It is
eapy for him to spend emjoyable houre doing something he llkes.
However, the thres most important vhysical active
fties are only recently coming to the fore. Vocational train-
{ng is a big help., Hany men do go into different types of
jobs after retiroment.,. Assigmment to lighter work is nct so
‘uncommon. It is not too difficult to shift a man to less
stremuous aativiti&a. 48 one employer of a small firm put it,.
There are always jJjobs that require more skill and more exe
perience rather than strenucus activities, Uradual leseening
of work is a little more complicated and takes more time on
the part of management. Ite one bad feature lies in the fact
that it does not recognize individual ability of older wvrkara%é
A wellekmown company has a rather unique plan for
adjusting older pecople te retirement. liost people object to
the loss of income that would occur. Here is bow this company
combats this attitude, ‘hen an employee reachees age sixtye

five and is perumitted to continue working, he must tuke a one

14 Personal letter
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gonth's leave of absence without pay during the first year,
gwo month's leave of absence without pay during the second
year until finally th& employee does net come down to the
office at mll since he would be making wmore money by staylng
nome and collecting hie pension. In other words, it is one
more form of gradual retiroment,

AB an example take the case of an employee making
{4800 per year at age sixty-five with a retirement income
available to him of {2,400 per year. If this employse is
permitted to continue with the company for three more ye:rs,
his annual wage would be {4,400 during his sixtye-sixth yeur,
{4,000 during his sixtyeseventh yesr and §3,600 during his
sixty-eighth yenr. The actuarial equivalent of a {2,400 ree
tirement income at age sixtyefive is about 3,000 st age sixty
eighte If we further assume that this cwployee will be entie
tled to 8 primary social security benefit of (1,020 per vear,
we can see that this employee will have a greater income at
age sixty-~eight if he retires than if he continues to werkals

Roughly we have explained the wvarious important
pre=retirement activities in Table XI. It is unfortunate

that these activities are not wmore in practice in the induse

15 rersonal letter.
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gries of the Chicago area. hat purpose do such practices
gerve? To answer this juestion let ue guote the reasous
shich this eame pereonnel director gives for using these
changes in adwinistrative preocedures.
By handling vestenormal date cases in this manner, we
are trying to help these employees become adjusted to
living on a little less income esch year, and perhaps
of greater importance, to wean them away from thelr work
with the hope that they will find other things of ine
terest to occupy their time, Also during the progrese
sively longer leave of absence periods, younger men will
have the opportunity to gradually take on wmore respen-
eibilities...the compuny will be able to retain the
Bkill, training and experience of the older employees 16
and do 80 on nn equitable and nonediscriminatory basise,
#hat could be of more value than the idess of a
rrogressive company such as this., In one paragraph this
personnel directoy har shown the purpose, practice, and aims
of a presretirement activity., If one activity, such as they
began, can hope to do 8ll these things, surely a wmore oxtens
sive program could go even further and sccounlish much more
both for the employee and the euployer,
De Kethods of Informing Implovees of Thesg ictivities
Very closely allied to this phase of the problem
is the methods that are ussd by companies to promote their

pre=retirenent program. That 1s, the way they go about making

16 Fersonal letter.
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gure that the newe about the different activities which they
offer for the benefit of the employee actually gets to him
gnd is underetood by him, This ie not such a simple matter
{n companiee that have several thousand employees., 3ut they
all use the same technifue. 4nd as is seen from Table xxz.l?
¢he employee handbook, the newspaper, the magszine, the bule
jetin, beards and posters are the wmest common ways. Usually
these bying the idess to the wind of the workers., actuaslly,
there is nothing like persconal contact te instruct and inform
the worker, but this is difficult in the large firms. The
small companies do not see the need and do not have the wheree
with in money or help to cope with these problems. One firn
sumed up their attitude and idcae about preeretirement active
ities very well iu the following declarations

Our pension arrangeuents are “tallor-made” to fit the
individual case and circumstances, ‘hen an employee

with twenty«~five or more years of service, decides to
retire, the Board of ldrectors at the request of the
Treasurer coneiders the employee's service record, cone~
trivution to the coupany's progress, his financial cire
cumstances, etc,, and votes a monthly stipend to bring
income, with social security, to an amount ranging froum
¥100 to $250 per month, depeuding upon his domestic
situation, his social status, past monthly earnings rates,

etc, The overall amount {including social security)
varies with the economic situation that prevalls, snd

17 See Table XIX, P.
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TABLE XIX
HETHODS OF FROMOTING PRE-RETIRGMLUNT FROGRAUS
V%rw large marge Medium Small A1l | % of all
Hoe - Hoe ; No. Nos Noe. . 97 compani ¢d
- 5 T |
Bulletin Boards 25 21 15 | 91 | 93.8

pension Bulletins 19 16 3| 63 | 64,8

i
i
1
t
3
i
'
g
1

jewspaper 21 13 64 | 6845
Uagazine | 18 12 0 56 . B7.7
Letters o a § 16 | 86 8846

13 0 9 40 41,2
20 13 81 83,5
6 0 2 268
N 8, 7 80.4
10 1 36 31

Group Meetings | 11
Personal Coutact § 20
Public Address § ]
Buployes Handboaﬁ 24
Posters ST

S EB 3R EE S
3
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cases are sometimes reopened to allew for increased
1iving coste, ete, Jach case le considered strictly
on its merits. This is practicsl)l as we generally have
only four to seven active ponsioners a yeare. Host oumm
ployees do not retire until well past sixty-five -~ in
one case age seventy-two, ith modern machinery there
are not veally msny physically strerous jobs in paint
production., Older workers generally progress to obs
where knowledge, experience, and skill are the chief
requirements, Hence, our high gvarage length of service
{nineteen and oneehalf yearn§¢1

This indeed is a human way but not an economical
vay of locking at any problem in industry. It canm hardly

pe argued that there is here a handling of older workers as

to their financial, phyelcal and emotional security. iHone of

us would expect s small industry to do other than as shown

by our example. Tallor-made programs are what svery industry

would like., This ie just what all the frills of the adminiew

| tration are aimed toward -- giving the worker a better work
enviromment,

letters and persomal contact are the most predome
inant methods of communication in Table XI1X, but they reslly
are not quite mo i{mposing as they wmay seems, Usually, these
are written in the year or three umonths previous te retiree
ment, The letters usually c¢all for the caployee to come in
and see a certaln interviewer or the pensiom advisor., It is

e

18 DPersonal letter.
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pere then that some employees get thelr first real knowledge
of their retirement benefits, 3ut coming as late as 1t docs,

one it apt to doubt its true velue.

TABLE XIII
FREQUENCY OF COUNSELING RETIRING L3L-LOYEES

TEH YEARS PREVIOUS T0 RETIREMINT

' ' i 5 : :
Very Large Large | Medium  Small . A1l
‘o, TR | Noe %% Ho. &% Ho., % | No. ¥

— ;

Ivery Year . 7 28,0 5 15,6 2 9.1 2 11,116 16,5

Sometime Before ; Lo C i i j ;
Retirement . 10 | 40,0 15 46,9 11: 50,0:13 72,2 49 50,5
o P S
Three ilonths ‘ Loy P P
¥rior to | ! g P P ;
Retirement | 8 22,0 12 37.5 9 40,9/ 3 16,7 32 33.0

Total 265 100,0 22 100,0 22 100,0 18 100,0 97 100.0

* 4 of total

The other means like posters, notices on bulletin
boards, articles in mngazines and slips in psy cnvelcp®® are
not too important because they are on the lupersonal levsl,
Teople have a tendency to think that something they resd or
hear pertains to the other worker unlews directed specifically

at them, However, they do have merit and arec used rather
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yntensively throughout the lurger firus.

Imployee handbooks are very prevalent in industry.
geveral companles sent the author as many ns three handbooks we
the kind they give to their employees., One book always dealt
with pensions, and another slways dealt with preeretiremcnt
incomey the third dealt with profitesharing plane. lost of
the compunies distributed two handbeokej one handbook conw
tained various points of information on the penmsion plan and
on social security; the other handbook deslt with the problem
of retiring and how thie problem was met econcmically in the
concern, smong these coumpanies five had separate plsuns for
the salaried eand hourly workers. 4 different book wus given
out and the items were different. 4ill of these booklets were
in detail and very clear and concise, OSome werc even done in
sinple charts and graphs with plctures and drawings. 4All in
all, they are very informative and helpful to the worker., 3ut
they should be coupled with personal couns&lﬂn&.lg

The bLest possible weans of promotivg understanding
of retirement and all the problems it bringe ie done by perw

sonal contacte and interviews. This, as we see from Table XIIX

19 Gee Appendix, p.
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a,ag not ocour frequently enough since 22,9 per cent of coum
panies call the pensioners in about three wonths before the
gate of retireament, At this late stage of a worker's carecy
precious 1ittle can be sald oy done to adjust him to the ine
evitable day of retiring. 7Yet the table shows that over half
do it sometime during the year before refirament. laving a
yearly conference with employees calls for close contact with
workers, Still the small firms do not show any trend in that
direction., Home fesl that a personnel mun is always ready to
serve thelir needs ar well as gripes seo that if they want ine
tormation’thay will come in for it. Too early a contact on
this subject ié thought to bear pressure on the worker and
make him feel resentful as though managewment were invading
his private life, These are only half true and call for exe

pert counseling in this particular field.
Thie brings us to s

%rather controversial aspect of retirement, vhose is the re~
spousibllity of retirement? Is it mansgement's duty to see
that people who are to retire have wade provisions for it and
will be able to take carc of themeelves? Come say it is,
Others eay it belongs te the individual to watch out for hime
gelf, The following survey shows that wmanagemont generally

looks upon this problem as a coumbination of the employee's
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.ﬁd tho cmployer's efforts. 0 Ce Francie Peatty, Dfrector of
iaéustrial Relations, at Socony Vacuum Oil Co. statess

In thieg comnection I have accepted the fact that over the
working 1ife of an euployee with a single employer there
takes place a subtle transfer of moral responsibility

. fyom hiumself to his euwployer for his well being and
security. I am not saying this is right or sound but it
bas been accepted as a condition by meny influential winds
of our time, in businees and government. Try as we uight

. to return to other times when self«help wos the accepted
‘practice the trend has been towards depending upon others,
either the employer or the government, OQur gevnrnmﬁgt
policies and practices have inteunsified this trend.”

But not all think in this same vein, Nr, Harion
Folsom, Treasurer of Zastmen Kodak Co. had thie answer to give
in a radio discussioms
sved don't know whether 1t is entirely the responsibility
of industry. I mentioned that industry ie now giving
more attentiocn to finding Jobs for colder pereons and
trying to help them prepare for retirement., But your
gquestion would apply just as wmuch to schools and the
individual himself, the middle asged =men so that he can
prepare hiwself for his old age, and I don't think ég is
entirely the responsibility of industrial concerns,”™

A discussion of this issue could continue on ende
lessly and many other prouinent industrialists could be guoted,

But with fiftyethree cut of ninety-seven reporting that the

20 Gee Table XIVy p. 58.
21 C, Francis Seatty, Upecchy pe S

22 Harion 3. Folsmom, “Are You lreparing to Orow 014
Successfully?® Town Heceting, Town Hall Inc., 1948, p. 15.




TABLE XIV
UPOH WHOM RESPONGIBILITY OF RETIREMINT FALLS
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m——

—

ponsibility
et Falls

Very Large  lLarge

FR——

 Medium Gmell All

5}?@:' cent
of Total

Total

28

32

22

_ : | _Companies
om orker and | f i
Management 16 19 10 8 53 | 5446
on Worker 2 ” z 4 20 2046
ou Uanagement | ¢ : 4 13 13.4
on Coumunity 1 0 1 1,0
on }éamagmm
and Community 0 -0 2 0 2 2el
on Government 5. 5.2
Not Checked 1| 2z o 3. 34
i H
o7 |

- 100,0
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r,gponﬂib&lity 1ies with management and "!-;ha worker and nine
ptating that the responsibility is manafwewment's, there is
1ittle doubt that most agree that somethiling should be done by
pansgenent to help workere to adjust thempselves to their old
agece

T™his is more thon just a plain problem, There is
mch talk about it, Ve are living im an uge where benefits
to cmployees are Very ccmmon, ULowe of the wmedium and smaller
companies who falled to fill out the quemticnnaire completely
did make it a peoint to answer that questlion. Foseibly they
wanted to make thelr views known. lone of these favored
management responsibility, not even Joinely,

Zxeparation of Qlder ¥orkers te Jotireme

it seems to be an obligstion of managemowmt to propare the

employee for the inevitable date of retiwement, 1t will be
interesting to note what they deem as the necessary prepara-
tion for vretirement, As was stated, man being a component

of three distinct parts, the stress of One to the lack of the
other will not satisfy him outwardly or s.nwaraw; Heverthew
less, Table XV indicates that industry ls very backward in
this mamcts% The stress 1s definitely on financial security.

2% See Table IV, s 57




57 -
nat with pensions, and social security; thie element of man
nas béan taken care of to a noticeable degres. rhyslcal
gecurity rates second and it too receives wuch attention
through the r&craaﬁion and activity programs, and the health
gnd safety programs. It is emotional securlty which, though
not being neglected, is not stressed sufficiently. 1In tuis
1t must be remembercd that the industry could wnd did somew
times check off two arpecte. GSome even checked all threc as
part of thelr preparation toward retirement. HNHaturally, =ost
of them bad te admit that they only prepare individuals for
economic securlity.

TABLE XV
TYFE OF SECURITY FOUND IN JEBRETIREUNT SUNEY

4 : !

?hry Large |large Yedium | Small | ALl
Zconomic Securlty § 20 | 26 |19 13 78
Physical Security . 28 29 17 9 76
Smotiomal security " 4 2 1 14
Total 50 59 | 38 25 | 170

The beat means of treating the emotiocnal sspect of

retirement is through counseling by trained psychologists. Ine
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'dgreatlve covussling is in vogue at present asg ths best means
of getting to the problems that disturd a man., One of the
jarge cligaretie firme in the South thinke so much of counseling
that they not only have a full time counselor, but also a
chapel in the plant where many wmay go and leave their vworries
and come away refreshed. The counselor is alesc the minister

of the chapel. ilis chief comment is that people come in and
talk and by so doing help themselves solve their problems, or
muster courage to face the ouslaught of life,

VYalue of Pre-Hetirement irogram. The climax to any
study is the value of haviug done it.ﬁ4 Probably the best way
of finding out the value ef preeretirement is by observing
what the results of the survey showed. Urdinarily the writer's
opiuiau or statement would hardly be suitable proof of the
valuevuf this new procedure in persormel sdministration. It
was not an easy thing feor the pecple whe run it to pin down,
| but by and large from their own obsmervations they were able to
state quite openly that they find any type or form of s preow
retirvement a big value., First of all people always are better
disposed toward a coupany that helps them help themeelvec,

Those few words "help thom help theugelves" are the key to its

24 See Table XVI, p. 59
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TABLE XVI
VALUE OF PRERETIRGMENT FROGRAMS BASED UPON COMPANY
OPINION
opinion | Very large large | Kedium 6 Swall | All | Per Cent
. of Total
Valuable 11 19 10 43 | 44,3
%
Fo Value | é 2 28 22.%
Don't Know, 13 32 1 33,0
Total 26 52 22 97 | 10040
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yalues The ordinary men recognizes his dependency and will

go out for the people who wake him more of & man. Quite a
number returned an aunswer of "don't know." The writer thiunks
théy are forgetting te take iato account those intangible
penefits which do not come in the form of dollars and cents,

“ Working upon the data given in Table XVII;;gﬁ it
follows now to see what are some aspects of wanagement that
nave been helped by the use of formal or informal preeretiree
ment prdgrama. The response to this gquestion in the guestione
nalre was very high, lLet us note that the answers are from
companies having a compuleory retirement pension plan te those
having a flexible retirement plan, all studded with various
fringe benefits and activities, Companies were allowed to
indieate as many procedurss of personnel administration that
their pre-~retirement plans directly or indirectly helped.
Hany are intangible benefits and are only the observation and
opinion of persommel directors.

‘ o AR R &M m m BNE A WG ;,‘. ’
itien. The biggest bonefit ie less abeenteelsm with ninety~

thres, The worker is more dependable, ILikewise labor turne

over ie almest nil with older workers. They have no great

25 See Table XVII, p.6l.
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TABLE XVI1
PERCOSNIL TECHNIQUES HELPED BY PRE-ABTIREMENT FPROGRAM

-

q———
1

P e

é
pechniques Very large |large Medium Small All % of

% {1 97
—
paployee Morale 2 28 |20 |18 | &7 9.7
| zavor Turnover 22 |30 = | 16 | 89 9.8
Efficiency 13 18 | e |15 | 52 536
Productivity 21 | 8 | 10 | 48 49.5
. |

11

leyalty teo 14 = 63 64,9

Better ny &
Laboy Relations

good Will among
Community

2 8 o

L3

13 3 | 44 45,4

19 | 28 28.9
19 | 93 95.9

6
a

L

8 o
8

Lees Absenteeism é

Opportunity to
Advance

Job Stability :
Job Satisfaction ;

-

10 ; 9 | 13 | 38 39.2
| 46 47.4
61 | 62,9

2 8
& &
o

~ 3

Confidence in : | § § g ‘ :
Company ; 1 2 16 17 . 70 72.2

Finamoial Value : g ; b

To Company 6 9 4 2 21 21.6
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gendency to change their jobs, It would.not be falr to eay
that all these men are dissatisfied with their jobe and come
panies and only stay because they caunot go eleewhere. Aall
tbese benefits work hand in hand as we can judge from the high
employee morale response. The feelling of security that a man
gets from these benefits cammot but bolster his worsle toward
work and the coumpany.

The problem of retiring is widely recognized by all
clasees of workers. Iven the younger man has a touch of fear
in growing old and losing his job and his income, fén every
one of the surveys taken by “"Insurance Hesearch and Review"
during the war, asking service men what qualities they would
look for in a jJob "security” was ranked at the top or close
to it.ﬁﬁ Seyvide men meant security of job tenure, and they
meant future security, i.e., retirement security. 1In the
intelligent job seeker security of jcb is a prime factor,

Hence, it ie not surprising to find job satisfaction
and job stability rating high among the benefits, Loyalty
| to the company aleo is among them in rank. Thie ie only more
proof to the data found by *Insuraunce Remearch and Review,"

So after all is sald and done, it ig really not a
mere fancy of the imagination which shows that there are very

26 Insurance Research and Review, card CR-2.
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gefinitely certain advantages in having .older workers, If
gor nothing else thelr example, experience, advice and cone
gervative attitude provides a soothing balm to the impetuous
pature of youth, |

In closing the chapter on pre-retirement practices
{n industry as observed by a survey, it canm be seen that not
all has been included., lany wmore items could have been sure
veyed. However, with the newness of thls practice it way
pave confused the issue, 48 it was there were a number of
companiee who did not respond enmtirely, those who did not
understand the nature and ecope of the study, and those who
objected to such patermalistic tendencies, 411 in all, the
study bas shown that much is yet to be done, Maybe the emaller
companies will follow the good exsmple started by some of the
major industries in the Chicago area and elsewhere,
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FINDINGE AND RECOLZIINOATIONS

Preeretirement practices are not really new., 1In

one form or another they have been in practice in big and
small companies under various headinge. The trend to stress
gome very typical pree-retirement activities is beginning to
take momentum, There is a general awakening on the vpart of
{ndustry to the fact that older people are here to stay so
they might as well be used for their own good, for the benefit
of industry and for thg sake of the nation,

There are different retirement ages. They range
from sixty to seventy. However, there are several companies
that have age sixty~eight and seventy us compulsory retire-
ment age, ihere there are strong unione, there usually is no
compulsory retirement age. In comparison swmaller companies
allow their older employees to coutinue to work.

dmong the three kinds of retirement there seems to

be even distrivwution in the companies studied, This is not
true because many coupanies have compulsory retirement for

the white collar workers at sixty~five, whereas the blue
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collar workers can continue to work, The most equitable form
of retirement scems to be automatic retirement., This is falr

to both employee and employer,

Almost four-fifthe of the entire work forece pop=-
ulation belongs to the ten to twenly years of service group,

meaning that from 1960 to 1980 these men will be in need of

pre-retirement activities, The need is definitely now in
industry and even more 8o ln years to coue.

The range in years of service is staggering. It

ranges from a few years to over fifty years. The number of

these employees net having over thirty years of service would
be even greater if it were not for compulsory retiremznt,
Feople are aleso retirement conscious because of Locial lecurlty
and contemplate retiring sooner than they ever did before,
Only nine out of forty-seven companies have s formal
pre-retirement program.s and twenty-two out of ninety-soven
have informal greg%ams. some of these informal are in their
beginning stagee, while others are far advanced almost to the
verge of being called formal plans, There scems to be sone
doudt in several personnel directors' minds as to what cone
Stitutes a formal prograu. In other words there are a lot
Wre companies who do have a good pree-retirement program, but

ey are not ccnsidering many of their other activities as
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part of it, The major portion of these having no progran

belong to the smell and medium companies, lere agaln, there

is a questlon as to their understanding of preoercetirement

PYOETAMS .

Yost cowpanies consider preraring employees for reéw
tirement to extend to monetary security. Unknowningly, they
do give physical security by thelr related activities of ree
creation, health and safety programs. Little attention is
given to the inward turwoil that wmay be besetting the employee
at retirement. Uuall coupanies have the best chance te help
the worker to emotional adjustment because they have more
opportunity for personal counseling and they are in a better
position to give recognition for years of service.

FYersonal adjustment sctivities are found mostly in
the very large and large firms., They regulre =more time, wore
people and more wmoney for successful operation.

Almost all the compunies have some of the physical
sctivities, like dinners, luacheons, awarding of pins, placgues,

§ifte, etc, Only the really progressive firms have the pther

Mysical activitics of assignment to lighter work, vocational
““1niﬂg and gradusl 1&éaaning of work load. This ecalle for
Woh more careful planning.

Artes and crafts are another item on the agenda of
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large firms. It ic one group of activities that has a dual
purpose in 80 far as it helps to create intereste in avocations
to be used later on as a wmeans of occupying spare time and ‘
posslibly earning money.

The method of informing the employee about retirew
ment activities iz undoubtedly very thorough in the large
companies., However, the small company because of its prox-
imity to the workers probably has even better results at less
€XDENBE .+

In the best plan therce is bound to be a flaw, Lven
with all the activities some companies etill do not have pere
sonal contact, Fortyenine out of ninety~seven compaules have
a oounseling interview with the pensioner some time before
the date of retirement, 4And this may dbe anywhere from a yeur
before to three months before., The frequency of the inters
views during the year are naﬁ regulur, ifost have mersly one
interview during the year. Others have twos Very few coume
panies start frou age sixty and work upward.

Although the weight is on the side of manzgement s
to the responeibility for preeretirencnt programs, there is a
definite zgreement throughout the issue that the worker and
employer should work together on such programs. Among the

workers and employers there is the idea of helping the worker
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help himself,

Free~reotirement programe do have a value, Forty=
three out of ninety-seven companies reported in this way.
iny procedure that helps the employer will wmore oftem than unot
come back in numercus intangible ways. sind these intangible
things still make for succepsful business.

There exists a tremendous interest in pre-rectire-
ment on the part of the big and small firms, This ls especiale
ly true of the coumpanies having developed and broszdened in

the last ten or fifteen years, They want to know more about

who have these programs and how are they operating them,

To provide better pension plane for employcen, cone

tributeory plans should be worked out so that thers will be

8 greater accumulation in the fund at retirement,

Companies employing over one thousand employees
should seek to create greater personal contaet with employvecs
through a counseling prograum,.

lore information should be distributed in pamphlets

and booklets and distributed among the workers at Various
veriods in employment,
A greater variety of preerctirewment activities

should be incorporated in the large companies so as to reach
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out to the different interests and neveds of the workers.

Hanagement and employees should get together on the
subject of preeretirement so as to map out a wmore eguitsble
plan that will take into consideration the individual dife
ferences of clder workers,

Hore attempts should be made to help the older
workers prepare for retirement when, cither they wmust retire
because it is compulsory, or they deo not want to or cannot
work at their jobs any longer. [Ospeciaslly should there be
help to prepare the worker in his emotional attitude,

There should be more hiring of clder workers and
the shifting of these older workers into less strenuous types
of work with the lessening of the work period in elther hours,
daye, weeks or months.

Since most workers 8till prefer to work after reuche
ing sixty~five, some provisions very definitely should be
made to adjust the plans te the abilitier of the worker.

Because of the wasting of human talent there will be
increasingly, re~examination of policies of compulsory retiree
ment. Since the vigor of an organization is paramount, neo
modification will be wise if it clege the paths of promotion

and keeps in high office men whoe arve past their urime,

In a situation where a company canmot hire or give
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part time ewployment to older workers, ‘companies should help
by mesns of their pre-retirement counseling prograums, the
individual to plan for this eventuslity by encouraging civic
welfare work, creative hobbies, und other pureults which cun
be pursued on a part or a full time basis,

Companies having a flexible retirement age report
that most workers countinue to work beyond the age st which
they wure ellgible for retirement benefits, In few of these
cases will the worker increase his pension through continued
work, This matter should be given eome thought Bo as to umake
it more profitable to retire.

Together with the Naticnal ILabor lisnagewment Llanpower
Policy Committee we urge business and industry to use older
workers since they comprise the largest potential source of
labor. Ve recommend the compulsory retirements be relaxed
and older workers encouraged to stay on the jobe This should
not be done in a compromising or begrudging ways but rather
aa'a definite part of the company's policy which will earry
on into the future and which will not conflict with other
policies and adminietrative procedures, 4bility, rather than
agey ghould be the basis for selecting employeee and deterw
nining when they should retire,

The propesed plan for preparing empleyees for retire=w

T R
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ment of Kraft Foods Company serves a8 dn excellent exounle
to show the aim, 'urpose, scope and activities of a preeretire-

ment program.l

1 3See Appendix II, p. 80,




BIBLIOGRAILHY
I. BOOKS

bonochue, Wilwa, Tibbetts, Clark, Growing 0§g§g Yeurs,
Uﬂi?arait& of michiéan Pregm, Ann A.%nr&E§9 N

Donohue, wWilma, Tibbetts, Clark, g;ggn;ns Q%%gz iears,
University of lichigan Freass, Ann arbvor,

Jones, ialter L., g?&%&ﬁﬁ the %ggg Qn§ %g;iggmgnﬁ. The
;illiam Erédar ck rress, llew lor ,ggﬁ .

Freston, Georga Heyp Should 1 ﬁgﬁlzg, Rinehart and Co., Inc.,
Hew York, igﬁae

dyatt, Zichard Ehg jﬁ&i%ﬁgﬁa% » Graphic Arte
Fress, Inc., g%ngta Deleply

i, COMPAWY HANDBOOKE

american Brake Shoe Co.y Jmplg
i - x4

CTey 50 ¢

Goodyear Tire & ubber Co., &ggoaa;h;w e ¥
ﬁ})l"ilp 1980, Qi rer »
1950,

I1llincis Central &ailru&&. Fension Flan.

International Harvester Co., { ¥lans 1950

v,
-l

Kraft Foods Co.y irepariag i

Lever Bros, Coey éngggﬁ %g&g
u@curity Fac aae S Cago,

s Lever ! eeurity rackage“tsoklet\él, h% go.

;9 Ueta, 130X,

» mha L@ver

few York Central Oystem, Junded Con detirement Flun
for Salaried lmployees and cae; 51.

maker Oate Co., Your Jetirement Flan, January, 1951,
santa Pe System lines, Your Santa Fe, Septecaber, 1948,
72




e e A T T
W [ 43.’ P X AEBRONS & b G0 ¥ ﬂg AR O w: 1

""I&iﬁtﬁﬂ, Uﬁ%‘@l'g@; &hil%gig% T égggggga.tiog. i
Colugbia Univ @rs Lty iress, Low Y0 g,

73
Stawart warner Corp., jetirement gnewmg'igan. January, 1946,

Visking uarp.. 2&@ Vieki ﬁ;%gb;l;t% £lan, July, 1941,
2he Vipki i Decen r. Qéﬁ, The Visking
i April, 1946, Your :;‘.w&zmx and zour

come, Chicago, 195l.

arigley Co., Your ietirement
111, PRAELETS

Lﬂ%& %ﬂﬂ Like I%, Fublic .ffairs iauphe
95

ﬁmz}tan, Co Wey '
let, illo, 139, i

ublin, Louis I., %%z ﬁ%%ﬁﬁ Population, annual Forum,
llew York, aipr Do

Town Hall,

Lawton, George, thepn Iou ; Qlder, Iublic affalrs Pumphlet

ﬂa. 131, waptember. lkﬁ .
ntery

Reed, John V.,

intervicw.
seviewing Stand, %Qg ﬁﬁcigg sreb

£, Zoyrthwestern Un vers tys - Vunston, nois, July, 15524
Leviewlng Ctand,

;%ﬁ§ ) g%g Vols 1Z, lo. 11,
Jorthwestern veraifg, svansto 2?% nois, liarch, 1940,

Sclence Hesearch issoclates, idjustment fm 0ld .ge, Chicago, 1049

wer's Checklist for Anpusl Retirewent

ng iZed, Lio. 18, 0.

Town Heeting, %gg You Ireparing to ﬁggw d Successfully?,
. VOEQ 14’ HO o m@%’ﬂ sl ‘ Iﬂﬂ oy LHEW 3 1‘;1_’39“@! 943n
1 niVﬁraity of Chicage Round Table,i gygdrgg on a\
- Happlly, fo. 703, Lnivaraity % Age. @ptew ery Qa .




z3

University of Chicage itound Table, problem U;g %g Ameye-
dca, Ho. 702, University of Chicago, ceptember, ?2

University of Chicago Hound Table, The %ug@% & g?%g%‘gg SEiug,
Hoe 702, University of Chicapgo, e er,

University of Chicago lLlound Table, ﬁ%ﬁﬁ About &
690, University of Chicago, 1%

University of Chicage liound Table, Mh it ieans
Yo. 690, University of Chicago, June, 1yl

T ) Quhu

University of Chicage Round fablﬂ' -
versity of Chicago, wipte

M%m Ho. 70%, Un!
cmber, 3
IV. ARTICLES

shern, Kileen, "The Older Vorker," Personnel Journal, Vol.'l,
Julyesuguat, 1962,

imtton, ¥illiam S., "They Retired and Got Buey, " iiesders Ligaest,
October, 1951,

Gumpert, Martin, "iA Second I'rime of Life After 70,% Renders
Digests Decewber, 1951,

Gumpert, MNartin, "Our Inca Ideas ibout uetiramamt.“ denders
Digest, Yovember, 1952,

?ollack, “hamning, "The Rich ‘lewards of Jork,® Coronet, Vol.
31’ &‘IQO 5’ »i&rﬂh, 195&,.

Scheinfield, amranm, “"How Long Will You Iive?" Headers rigest,
May, 1981,

stevenson, ‘harles, "Are Ve All Destined to Be Yaupsirs,”
headers ligest, December, 130Z,

Stryker, rerrin, “dhen Should Workers Hetire," Fortune, lept-
ember, 1982,

Yoder, Re ey “18 There Life iAfter Forty?" Readers Digest,
liarch, 1948,




Ve GOVILHIDNT SUBLICATIVHS

a%m; Hezlth 4et and

Pederal wecurity AZENCY
m Py iubl

Us Se Rmilreaﬁ R@tiremﬁnt ﬁaard. Benefits

@r%i%y'éyaﬁa.

Qlﬁﬁx &nzxﬂza ﬁgﬂ

socony-Vacuum Oil Coey Ince, of irews
Industrial Relations lep % %%49.

irgetices,

socony=Vacuum 041 Co.y Inc.y upeech on ire
Industrial lelations lirector, 1950,

iyacticen,




1,

4.

Se

6e

Te

| Coupany Tyre

- Imployer~imployee Lommittee___ Other

APPERDIX 1

GUESTIOMNALILE

Instructione: ilesse check and return thie questiomnnaire, ac it
refers to the pre-retirement program of your company.

dumber of moloyees Female

Factory vorkers

1

T Y O T Y S
Office VOTKETBs o % o 6 o » o ¢ » » @
ExecutiveBe o ¢ s « ¢ o o o ¢« ¢ o +
Total Zuployees o » ¢ o o ¢ » 8 s 8 o

Does your company have a preeretirement program? Yes__ o

Do you sponser it? iyinancially)
Do you direct 4t? Leadership)

Do employees control 1t?

Eind of progran? ~e-« Formal Informsl

#ind of retivement program?
Compulsory Voluntary, Flexible

that is your compulsory age retirement?

60 yrs. 65 yra. 68 yrs. 70 yra.

Describe the present form of administration of your prée
retirement program. Check the descyiption which wmost nexrly
corresponds to your seteup. :

rersonnel Divector Fension Officer Company Cfficer
hetirement Doard Trade Union Fmployee Committoe

Check the method you use to kcep the employees informed of
the preeretirement program offered in your company.

Bulletin Boards Pension Bulletins Hewspapey

ingazines___ ___letters Group Leetinge

individu31 Contact Fublic Address OSystem

76
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13.

14,
15,

~3 s

7
Has your preeretirement progras cetablished a friendly
feeling between employerweuployee, which otherwise might
not be present? ‘

Yes Ao

Does yaﬁr coupany find any r-lation between your recreatione
al, educational, ané Tringe benefits and your iresritire=
ment program?

Yes e .

Hecognizing industry ase an economic iustitution, upon whom
would you place the responeiblility of retirement?

Cn workery On managemcnt On community

tn the government rart on community, purt on aunngee
ment

what aspects of preparing a person for retirement does
your company include?

lconomie Security Fhysical Cecurity Lmotional
Security

What is the approximate age range of your employeen?

How many of your employees are ready for retirement this
year?

What 1s the length of the sxvice range?

«hat ls the potentlal retirement income of neareretirenent
employees in the 5,000 or less wage bracket?

Yaximum smount ainioum amount

The following is a list of preeretirement activities., ileace
check thoge used in your company.

(1) savings & profit sharing peusionm plans fer thrift:
Credit Union
Company stock purchase plans
Thrift plans
irofit sharing planse




(2)

(4)

(5)
| (6)

(7)
(8)

e -

Imployee purchase discourts
Incentive plans

suggestion systens
mployee stores

Annuities & ingurance

B

Interviews « some periocd before vetirement
How often per year?
Hobby shows to stimulate interest in avocation

Fersonal counseling on retirement finances and poe
tential sectivities, :

Frequency of counseling
Who does the counsecling
ihich of the following does counseling deal withs
Zmployee's physical condition ,
Hie attitude toward work ,
lils personal preparation Tor eventual retiree
ment ‘
His hobbies and interests
The probabllity of living to retire
ixplanation of annuity and insurance benellits

Standard of living and budgeting

Articles in House Urganes

Seyvice Clubset
Name of it ,
dumbeyr enrolied in 1t

Jorking out detailed budget

frarticipation in educational programt

Yovies lectures Reading laterial ,

Discussions lieetings of oldetimers

Talks by prominent professional and business men




17.

/19

(9} Dioners, luncheons, etc, at time of retirement
ﬁw&rdasi iin Certificate sonetary
¥lacque Gift

(10) Gradual diminishing of work load with increasing tiue
off as retirement approachese

(11) Vocational training for different work

(12) Thakaaaigmment of preeretirement workers t¢ a lighter
wor ;

(13) irts and crafts activities

(14) Contacts with annuitants

Which of the following seems to have been helped by a pre-
retirement program?

lorale Labor turnover Efficiency
Productivity Ioyalty to coupany

Better company and labor relatiocns

Good will among the cowmunity Less absenteelienm
Opportunity to advance Job stability
Confidence in company Job satisractian

#inancial value tep the cowmpany
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OUTLINE OF IuOGRLI
Preparing Employees for Reti

I. sommual Interviews
1, Beginning at age 60, szu employese shall be interviewed by
Plant, Branch, or Office lunager (or the Fersonnel Manage
er) once a year, preferably in the month in which the
employee's birthday occurs,

2. The purpose of the interview shall bes
A. To

(1) Tell him what income he will receive at retire~
ment from Kraft plans and Jocial Sscurity.

(2) Answer his questions about the pension and amuity
plans, group life insurance, and hospital and
surgical insurance.

{1) Tell him that retirement age is 65 compulsory for
all employees,

(2) ﬁﬂcenr&ge him to start making his plans HOVW.

(3) cuggest that he use the budget sheet to find out
whether or not the known income from all existing
sources will support the standard of living he
expects to maintain at retirement, \

aes 1f expenses will exceed income, point cut need
for reduecing expenses or getting additional ine
CONe,

(4) Find out what plane he has made for activity after
retirement {(such ae hobbies, another job, going
into business, etc.,). Try to help him look at
there plans objectively., oDon't advise or “uxpert®;
it's HIS problem. ,




1‘ Iin the firat interview the employse will receive the
Kraft booklet.

2+ In the second interview the employee will recaive Uy
Time ip My Time.®

111. jialson After Letirement

is All retired employees will be placed on the Kraftsman
mailing list.

Z2e Hetired employees will receive the deluxe Chrictman
box assortment every year,

2+ Retired employess will be invited to participare in
employee activities, clubs, and assoclations.
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It is reconmended that the VPension Fstimate be
given to each employee once a year (preferably
in the month in which his birthday cccurs), by

his immediate superior.

If this procedure is followed, the "Preparation
for Retirement® interviews commencing at age 60
will not be a sudden shock to the employes but a
natural transition from the anmnual explanation of

the items on the Fenesion Istimate form.




PLNSION 25TIMATE"

POR Dates

LOCATION

We are Ifrequently asked this questions iow much have I cone
tributed to date toward my Retirement innulty and what total
income may I expect at retirement? In order to give you this
information, we have prepared the following statement of your
account showing total contributiouns tc dates the additional
benefits you may expect to acoumulate befeore retirementsy and
an estimate of your total pension at age €5 from Kraft, the
ancock Insurance Company and Soecial Securitys

l. You have contributed toward your Retirement Annuity'ﬁ

to the first of this year .
2+ Estimating a continuation of last year's inceme to

age €8, you will add to the above approximately - N
Se This would give you total contributions of v,

4. Your annual annuity at age 65 from the Hancock Iuw
suraunce Company will be equal to 1/3 of your cone
tributions, or

(Thie will have been purchased by your contribue
tions plus additional funds provided by the Come
pany averaging more than 1li times the total shown
on Line 3,).

Se Your past Servige Credit, purchased by the Company,
if you were eligible and joined the plan when it
started Karch 1, 1941

6o Frimary Federal 0ld Age Benefits, purchased equally
by yourself and the Company, to be paid by the Gove
ernment ‘

7« If you will have fifteen (18) or more years of ser~
vice at age 65, and are a member of a group coversd
by Flan A+ Kraft will add, at no cost to you 9




8. Your estimated total annual ;ension at age 65 will
be about &

The above pension, at rotirement, msy be increscsed
by any one or more of the following:

l. Higher income frouw Xraft.

2e Soclal Security for your wife, if she i3 65 or
over. (In thie came, add + of Line 6.)

3e¢ Jocial Security benefits for any other eligible
dependents, If you have such depeudents, check
the law for detsils,

Zgtimates are projected ou the basis of continuous service
with Kraft to normal retirement date, 4ny changes resulting
from early retirement, resignation, leavee of gbsence, ete.
will, of course, affect our figures. Under such circumstances,
this statement 1s void, and your final benefits will be governe
ed by the details of our FPension }lans,

KRAFT POODS COMPANY
4/1951




The following is an outline of a proposed
Kraft booklet on the subject of employees'

roetirement.,

This booklet is & message from Kraft defending
the company policy of compulsory retirement atl
age 653 encouraging the employee to make plane
for retivementy and giving him some suggeations

sud counsel on the general subject of retirement,
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OUTLINE OF KRaFT DOCHELET OX

SUBJECT OF
FHPIQYERS RETIRENIHT

Furposes To encourage employee to accept the inevitablility
of retirement and the need for preparing for it,

Over«-all Theme -~ Get staurted with your plans HOW - don't
put it off,

I. Yhat ie retiremcut?
l. Freedom from routine «- freedom to do as you please.
2+ Opportunity for further aschievement -~ to enjoy work
in leisure and relaxation ~~ to serve your family,
self, community, church, etc., in ways you could not
sexrve during your working career.
Ils Heed for plarming

1, Flanning youy retirement is YOUR Job. You can get help
from others, but YOU must make the plans and decisions.

2+ Dontt yut off until retirement occurs,

3+ Longer you think and plan for retirement, the better
adjustment you will probably make.

4, Consider all famcotors before you make up your mind,
111, How to make financial plans
1., iIptioate what your living expenses will be when you
raziiai based on the stondard of living you expect to
neintaline.

2e Find out how much income you will get from Kraft pluns,
soeial security, and other escurces,

3¢ If estimated expenses canmnot be met by rotirement incoue
consider ways of increasing income or yreducing expensses,

{a) Check with your insurance agent to find out how

!
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(b)
{c)

(d)

(o)
(f)

IV, How to
1s Get

85 «
you can change your insurance to provide more income
or less expense after retirement. Jor examples You
may not need as much life insurance protection at ©5g
(1) Insurance may be surrendered for cash.

(2) Insurance may be converted to paideup protection.
(3) Hay convert to guaranteed life income,

idany people convert part of thelr homes to rental
property to provide additional income at retireuent,

If your home ig too expensive to mmintain, and you
do not wish to convert part of it to rental property,
maybe you should consider selling it and moving into
a less expensive honme,

Buy savings bonde and arrange maturity dates to fall
after retirement,

Start now to improve your management of moneye.
Remember that living expeunses generally go dewn when
you retirej lems income taxy no children to supports
work sxpenses stop; lese clothing expensesi home
repalrs cheaper because can do most of work yourcelf,
take care of your health

enough slegyp.

As we grow older, we usually require lems sleep. There's
no hardeand=fast rule about the number of hours of sleep

you

should gets find out how much you need to feel good

and get that mch.

2+ Watch your enting.

If you're begluning to "expand in the wmiddle", cut out
the high calory foods and don't £ill the plate so full.
Take pour doctor's adviee on diet.

Se Hoderate smoking and drinking,
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89+
Feriodie physical exmmination.
lioderate exercise.
Ixercise according to your age and requirements,
ook at the bright side,
Those who look at the bright side, who have a better
perepective (clﬁigzﬁzg, teachers, sclentists) live longe

er. (Don't be to "get religious®:s it may give
you the tranquility snd peace you will need in your

rotirement years.)

Ve Stay active

1.

Ze

Se

Hetired worker brings several aseete to rstirement:
skill, wisdom, place in the comminity, freedom from
pressure, better judgment and mental capacity (it is
noew belleved that we do not reach full mental wmaturity
until after the age of 60), etc.

Keeping active through hobbies, business, outside ine
terests, etc., keeps the mind from paying too much ate
tention to iteelf and to the body.

At any age we must be active ~- have a feeling of achieve=
ment, belonging, and usefullness -~ to be happy. irior
to retirement your jJjob filled 211 or most of these needs,
Start now to learn more about the active things you plan
to do after retiremsnt,
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BUDGET SHEET FOR IMPLOYEDS ILARING

(fart of Xraft Boocklet)
Kraft Foods Company

INCOME AT AGE 68

Hraft Hetirement :lansg
Amulty Platt o o o » ¢ o
Pension Plarnt ¢ « » « o o

Soclal Cecurity 0ld Age Benefits

. & & @»
&« & & o &

Fﬁt Belf o ¢ o « & ¢ 4 o & & 8 8
Yor wife o +» & ¢ & 2 0 0% 6 w9 ®

Rents from propertys

Grome Teft « o o o s & # « 4 ¢ v o ¢ i

less taxes, repairs, etc.

Investment income . 4 o
Bavings account incoume .
Savings bonds maturity .
Annuity incomes

Por 8elf o 4 4 5 w8 » o
For wife . + * s s s %

QOther Retirement incones

L 3

s & & #

ket income from rental property

* & » » 9

.

-

»
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.

T Total income at retirements
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*
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At iregent  ihen You Retire

Ret o o o o . e b

. s o wi W,
TAX@B 4 o o o o o« ¢ ¢ o o &
Interest cn Loans . « « o »
Yroperty Maintenance « o + o
Ingurance « s« ¢ s s « o . »
Gagy Electricity, Telephone.
el o v « ¢ o5 o v « . & @
Fo0d o o 6 o o o » 8 dng
Clothing « « ¢ ¢ o o o« o o «
Heoreation « + ¢ + o o o I
Heanlth Care o o o o o » o »
Transrortation « « o« ¢ o o o
church and Chamdties , , ., ,
Hotor Car o+ o o ¢ ¢ » ¢ o .
Uther . + 2 8 4 & & 8+ % @
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AFPENDIX IIX

This booklet was prepared for General Hotors
Corporation by John uillard Reed for distribution

to employees in General lotors.

It covers the gencral subject of roetirement, cites
examples of wen who bhave made sucgessful retirement
plans and generally is intended to arocuse the

employee's interest in retirement plauning.

It 1s particularly effective Pecause the booklet

ie written by a person who has retired successfully.

92
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The number of people age 60 in any one lo-
cation may be so small that an extensive
training program to help the plant, branch,
or office managers to do an effective Job
in the annual interview would not be

practiecal.

The following checklist is for the inter-
vievwer's guidance in preparing for the (
annual interview and for his use in con-

ducting the interview.




INTERVIEWER'S CHECKLIST
for '
ANNUAL RETIREMENT INTERVIEW

The purpose of the anmual interview is to help the employee
make sensible plens for his retirement years. To achieve
this goal in the interview, the employee should be encouraged
to talk freely about his pians for retirement. Howvever, this
18 not a forced interview where the emplo{;n must give infore
mation or receilve assistance. If the employee wants no help
has made f{or thinks he has) adequate plans for retirement, 1{
is not the purpose of the interview to foree counsel or gulide
ance upon him,

1.

You should study the pension estimate form, the budget

sheet, the Kraft retirement booklet and the "My Time is
My Time"™ booklet series before starting the interview,

This advance study provides a basis for ﬁlanning the in-
terviev and may point out the areas whig

attention.

require spedial

2.

No one wants to talk confidentially sout himself when
other people are listening, If at all possible, intere
views should be conducted in a private office. If this
is out of the question, choolle a quiet spot with a minimm
of distractions and interruptions. |

3. Put the emploveg at ease.

Make the employee feel welcome, Give him a comfortable
chair ~- one that does not face an electriec light or
window. Explain the gurposo of the interview and let
him know that you will give him all the time it i3 re-
quired to accomplish this purpose.

L,

The preparation for retirement interview is intended tos
(1) give the employee information he needs to prepsre for
retirements (2) to encourage the employee'’s attention to
the inevitability of HIS pragg;inc for retirement and (3)
to find out if he is physice and emotionally qualified
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6.

7

I.
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for his present job so that a Job transfer can be made
vhen possible and in the employee's interest.

This is the cardinal rule of interviewing. The interview
i3 a fact giving and fact finding process. Much of the
information needed to donduet a good interview must come
from the employees he has these facts and should be en-
couraged to telk and voice them. Rembmber that you have
one factor in your favors The employee will be talking
about his favorite sudject, namely, himself, If you con-
duct yourself properly, you should have no trouble coxei-
ing all the areas of the interviev,

Rever hurry an interview, Some people are not rapid cone
versationalists, Particularly in the first interview, the
amgloyoc may have difficulty in discussing his plens for
retirement, mostly beceuse he probably hasn't made any
concrete piana.

The amgloyso may become defensive or antagonistic, He
may tell you that he thinks the Kraft compulsory policy
is unfairj or that the pension he will receive at retire-
ment isn't enough to live onj or that he has made all of
his plans and doesn't need any help from you. DON'T
ARGUE. The simple method is to let the employee talk,
try to drop the question, and come back to it later in
the interview, if advisable. If the employee is sdamant,
don't foree him to talk about his plans for retirement:
merely give him information contained in the pension es~
timate and all other handouts.

IHE INTERVIEW
Bxpladn Company Policy

ls Tell the employee that it is Kraft policy that all
employees, (including managers and executives) must
retire at age 65. Don't try to justify the policy
but make it plain to the employee that this plan ape-
plies to ALL people.
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2. Tell the employes that this interview is also a part
of Kraft policy because Kraft wants tc help employees
make a satisfactory adjustment when they leave the
Company at age 6Y.

3+ Tell him his gxac

l, Plan A

At no cost to the employee, the com provides a
pension equal to $4+ x the years of Kraft employment
the employee will have at age 65, but not more than
$100. From this is deducted the employee's primary
0ld age benefit purchased by the employee's Social
Security payroll deduetions and company contributions
to the umiloyee's eld age benefit fund. Here are
two examples:

Years of Service Assunming Soc, 3ecs Kraft Pen

sion
N i LA

erse dsoes i

2 : = 80 4 0
Zg : gz -4 80 less 365 = $§5
2, Plan B

Kraft and the em 1@{00 purchase an annuity for the em.-
ployee. The easlest way to figure out how much annuity
the employee gets at age 65 from Plan B is thiss For
every '26 that he contributes, he receives $1 per month
at age 65. (This 1s made possible only because Kraft
contridbutes an average of approximately $1.50 for every
dollar that the employee congridutes.)

3. Give him his copy of the Pension Estimate form and go
over each item in detall so that he understands each
emount., (You will have to study this form thoroughly
before the interview so that you can explain it.)

I1I.

138 O

Hdoapital and Surgical Plar

You will have to read the booklets and getaiggg questions
answered while you are getting ready to conduct this ine
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terview: If, however, the employee asks questions that
you are unable to answer, maeke a ndte of them and be sure
that you get the answers for hism.

l. Give him the Kraft booklet and ask him to turn to the
budget sheet on page ¢

2. Suggest he complete the budget sheet in deteil so that
he will know in sdvance whether he will have enough
money at retirement to support the living standard
that he expects to maintain. If the employee wants
to complete the budget sheet during the interview
help him with 1t., If not, suggest that he take 1t
home and work 1t out with his wife.

This 18 a good time to point out to the employee that
living expenses generally go down after retirement:
less income tax, work expenses stop, less clothing
expenses, etc.

\

Try to get the employee to talk ebout his plans for acw
tivity after retirement. If he hasn't made plans,

int out the importance and advantages of early planning,
If he has msde plans, find out what they are., If they are
incomplete, or obviously 1nadequateépauggest ways of or-

ganizing his planning. DON'T BE TRAPPED INTC GIVING
ADVICE! You are not & retirement expert -~ and even if
gggﬂgre, retirement planning i1s the EMPIOYEE'S job, not

The following may help you in handling this phase of the
intervievw.

1. Another Jeobi

If he plans to vork elsewhere, what kind of work?%...
wvhat company...What experience does he have for this
king?cf work?... how many hours a day does he plan to
wor




3.

LT
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What experience does he have?...Capitalf...is campetition
too keen?...has he talked to enybody who knows this busi.
ness?,..suggest Chamber of Commeree, U.3S, Department of
Commerce, local bank, etc., &8 possible sources of infore
mation and advice.

Heokbles?

What are they?...how much of his time will they occupy?,..
are they expensive?,..will he make money on them%7...

Is he nov active in any of these groups?...if active, does
he plan to take a more active part?...if not now active,
suggest that it might be good to start now,
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