
November 2010

Health benefit optionsHealth benefit options  
Boeing Open Enrollment – Nov. 4 - Dec. 3Boeing Open Enrollment – Nov. 4 - Dec. 3

Special section 
SPEEA-Boeing benefi ts 

Pages 5-9



President 
Tom McCarty 

Executive Director
Ray Goforth

Executive Board
Jimmie Mathis  Treasurer
Bill Hartig Secretary
Walt Ditlefsen NW Regional VP
Larry Marrell  NW Regional VP
Ryan Rule  NW Regional VP
Earl Carter MW Regional VP

SPEEA Council Officers
Joel Funfar Chair
Renee Jarvi Treasurer
Rebekah Arnold Secretary

Midwest Regional Council Officers
Debbie Logsdon Chair
R. Matthew Joyce Treasurer
Brenda Reiling Secretary

Northwest Regional Council Officers
Roger Pullman Chair
Michael Hochberg Treasurer
Carrie Rule Secretary

SPEEA Publications
Bill Dugovich    Communications Director
Lori Dupuis       Graphic/Web Designer
Rich Kremnetz Printing/Mail Manager
Karen McLean Publications Editor

speea_info@speea.org
www.speea.org

SEATTLE HALL
15205 52nd Ave S • Seattle, WA 98188

M-Th, 8 am to 5 pm • Fri, 8 am to 4:30 pm
Phone: (206) 433-0991

EVERETT HALL
2414 106th Street SW

Everett, WA 98204
M-Th, 8 am to 5 pm • Fri, 8 am to 4:30 pm

Phone: (425) 355-2883

WICHITA HALL
973 S Glendale St • Wichita, KS 67218

M-Th, 8:30 am to 5 pm • Fri, 8 am to 4:30 pm
Phone: (316) 682-0262

2  SPEEA SPOTLITENOVEMBER 2010

Contract negotiation updatesContract negotiation updates

Negotiation Prep committee kicks off
About 30 participated in the kick-off meeting of the Northwest Negotiation Prep committee Oct. 13. They elected co-chairs: 
Council Reps Sandy Hastings and Rich Mahoney, and Council Rep Rod Siders as secretary. Shown above are members in 
the SPEEA Seattle hall. They connect via televideo with members at SPEEA Everett. The group meets the second Wednesday 
of the month to lay the groundwork for the 2012 Prof and Tech Negotiation teams. Members are welcome to attend. Check 
the online calendar at www.speea.org for details. 

 

Holiday overtime 
is voluntary 

SPEEA-IFPTE Local 2001 members are 
reporting that managers are making over-
time mandatory because of the 787 delay 

and demands on workers. Managers have that 
right for non-union employees, but overtime on 
holiday weekends is voluntary per the SPEEA 
contracts at The Boeing Company and Spirit 
AeroSystems. The contracts also spell out other 
limits on weekend overtime.

If a manager mandates overtime in your area 
over Thanksgiving and Christmas, contact your 
Council Rep. SPEEA staff can follow up through 
company channels with a reminder about the 
contract rights.

Contracts are online at www.speea.org.  

SPEEA-Boeing contracts:
• Letter of Understanding (LOU) 23 

for Prof and Tech units

• LOU 3 for the Wichita Engineering 
Unit (WEU) 

SPEEA-Spirit AeroSystems contracts:
• Section 10.8(a) for both WEU and 

Wichita Technical and Professional 
Unit (WTPU)

In your contractIn your contract

Survey under way 
for Spirit team

WICHITA – The five-member team 
representing the Wichita Technical 
and Professional Unit (WTPU) 

recently finalized a bargaining unit survey 
about priorities and issues. The surveys are 
due by Nov. 24. 

The survey results will help the team develop 
a contract proposal. They will also look at 
contract-related issues worked by SPEEA staff 
since the initial contract with Spirit was signed 
in 2005. The contract expires in July 2011. 

The team members are: Bill Hartig (chair), 
Earl Carter, Mario Sanders, Terri Sullard, 
and Brenda Reiling. SPEEA Midwest Director 
Bob Brewer is the team’s spokesperson.

Developing a proposal for BAE
IRVING, Texas - The SPEEA-IFPTE Local 
2001 team is finalizing its contract proposal 
for BAE Systems. The team expects to present 
a formal offer to members and the company 
in early November.

The team is meeting in subcommittees with 
SPEEA staff and company representatives to 
discuss contract language in more depth prior 
to the Main Table negotiations in January. The 
SPEEA contract expires in February. 

The team members are: Cindy Caldwell, 
Debora Proctor, Leslie Sheren (alternate), 
and David Whitley, Council Representative. 
BJ Moore, Wichita contract administrator, is  
the staff focal. 

Sign up for home 
email at 

www.speea.org
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By Tom McCarty, SPEEA President
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The value of employer-provided health care
The Boeing Company recently announced 
changes to their employee medical benefit plans 
to remain competitive. This requires employ-
ees to bear significantly more of the cost. Since 
benefits represent an important component of 
employee compensation, this is nothing less than 
wage cuts.  

If the amounts were small, we might collectively 
shrug our shoulders and dismiss the changes 
as gestures to appease the institutional inves-
tors and move on. However, these are no small 
amounts, and the company publicly stated 
it will seek cuts from us and other unions in 
upcoming negotiations. 

Employer-funded health care can be easy to take 
for granted, but it’s important to understand 
the context of this benefit. Workers in the U.S. 
have come to rely on employer-provided health 
plans, but this is a relatively recent development 
which really didn’t gain a lot of momentum until 
the 1940s.  Prior to that, health insurance was 
not widely accepted. Insurance companies were 
reluctant to offer health insurance based on 
the fear of “adverse selection,” meaning a large 
number of policy holders could have chronic 
conditions, which drive up rates. That discour-
ages healthy individuals from purchasing these 
policies. 

Also, prior to that time, there were not nearly 
as many expensive medical procedures such as 
organ transplants and joint replacements or diag-
nostic tools and pharmaceuticals as are available 
today. Ordinary medical expenses were typically 
paid by the average worker. By the time the 
1950s arrived, this was no longer the case. The 
technological revolution in medicine has grown 
exponentially ever since.

Ideal candidates 
Insurance companies began to realize that large 
groups of employees were ideal candidates for 
health insurance. Since the population was 
diverse, low premiums could be assured. As 
with many social changes initiated by the 
labor movement, the time for comprehensive 

employer-provided health care had arrived. 
Looking back, it seemed almost too easy to get 
these plans in place, but in fact employers were 
willing to satisfy worker demands and provided 
health insurance with minimal restrictions for 
employees. At the time, most of these plans did 
not provide much of what we would consider 
preventive care.

By the 1970s, pressure grew to expand the role 
of health insurance, from simply covering cata-
strophic events to including preventive care and 
routine physical examinations. Expanding ben-
efit coverage coupled with explosive growth in 
medical technology led to employer health-care 
costs growing at a super-inflationary rate. The 
1990s brought new strategies to contain this 
cost growth such as HMOs and various types 
of high-performance networks and more aggres-
sive negotiations with providers. None of these 
efforts have been able to significantly reduce 
medical-cost growth.

Maintaining competitiveness
Boeing insists that its heath care costs have 
to be brought in line with peer companies to 
maintain competitiveness. These costs are but 
one element of a company’s ability to compete. 
Some arguments can be made that it is one of 
the smaller components. There is not enough 
space and time to review all the components 
now, but it will be worthwhile to consider more 
of these questions as we get closer to negotiating 
new contracts.

Boeing does not have to cut benefits to remain 
competitive. We have barely begun to exploit 
the increased productivity that is available from 
an engaged workforce. I am not convinced there 
is significant difference in the total labor cost 
in the products of Boeing’s peer companies, 
because we have not seen any data showing that. 
What I can see is the very workers that pro-
pel the company forward with innovation and 
commitment are now asked to accept reduced 
compensation. Employees share management’s 
desire to be efficient and cost effective, but too 
many times are not engaged to help find the 

solution.

Race to the bottom
Employer-provided health care has become a 
key part of employees’ compensation. We don’t 
want to win the race to the bottom. If we take 
Boeing’s argument to its logical conclusion, 
how do we compete against China? Currently, 
we do very well competing against Airbus. 
Although health-care costs are accounted for 
differently in Europe, the total labor costs, 
overhead and taxes seem to be comparable to 
U.S. costs. If we have to compete with China 
on the basis of labor costs, do we expect Boeing 
to build dormitories next to the plants and 
propose salary cuts be offset by company-
provided housing?

We are not going to compete with China based 
on labor costs. We are able to compete based 
on our productivity and technical innovation. 
We do not need to cut our health-care plans 
to remain competitive. We need to invest in 
our work force to maintain the skill base that 
enables us to out-produce any other work force 
on the planet. I will offer the 737 line as an 
example. Both Boeing and their key supplier, 
Spirit AeroSystems, may soon increase the pro-
duction rate of the 737 aircraft to 38 a month 
(more than one a day!).

SPEEA-represented employees at Boeing will 
renegotiate contracts in 2011 and 2012. I 
look forward to the opportunity to help the 
employers to find the increased productivity 
they are looking for without cutting employee 
benefits.
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Focus on WorkforceFocus on Workforce

New IFPTE local secures future 
with recognition agreement

The members of the Engineering 
Association (EA) IFPTE Local 1937 
gained a 12-year extension of a recog-

nition agreement with the Tennessee Valley 
Authority (TVA). 

The company, which operates power plants in 
seven states, could have legally challenged the 
continuation of the union because the recogni-
tion agreement was set to expire. Instead, man-

agement sent notice last month to EA leaders to 
extend the agreement. 

SPEEA-IFPTE Local 2001 helped with the cam-
paign to bring EA on board with IFPTE last year. 
EA voted by a 10-1 margin to join IFPTE after 
threats by the company to go after the union that 
has been serving workers since 1937.

For details, check out the IFPTE website at www.
ifpte.org. 

Joint committees 
keep lines of 

communication 
open between 
negotiations

By Mark Moshay
SPEEA Workforce Focal

Through past contract negotiations, 
SPEEA established joint committees with 
The Boeing Company on compensation, 

benefits and workforce issues.

At these joint meetings, SPEEA members 
work with representatives from management 
to improve the lines of communication and 
gain a better understanding of the concerns 
of both parties.

While these committees do not negotiate 
agreements or address grievances, they are 
instrumental in helping SPEEA gain informa-
tion about issues and offer input for improving 
working conditions.

These committees are comprised of SPEEA 
members who are approved by the Executive 
Board.  Each committee includes members 
from the Technical, Professional, and Wichita 
Engineering bargaining units.   

Joint Workforce - improving
employment stability
The Joint Workforce Committee (JWC) dis-
cusses issues related to workload, contrac-
tors, outsourcing, and other workforce-related 
issues. 

Letter of Understanding No. 6 Relating To 
Employment Stabilization, Outsourcing And 
Use Of Non-Boeing Labor identifies the goals 
and issues in more detail.

The JWC reviews the Performance Management 
Process (Article 4) each year and also has over-
sight on issues related to contract labor (Article 
9) as well as oversight of the layoff activity, the 
priority recall process, and the annual retention 
exercise (Article 8).

Our main objective is to explore ways to 
improve employment stability for SPEEA-
represented employees.

The SPEEA members on the Joint Workforce 
Committee are: Katherine Eyth, Joel Funfar, 
Tom McCarty, Brent McFarlane, John 
McLaren, and Alan Rice. Staff facilitates the 
monthly meetings and provides support as need-
ed. Contract Administrator Frank Guglielmo is 
our alternate and an active member of the team. 
Wichita Contract Administrators Bob Brewer 
and BJ Moore are part of our team as well.

Building union power 
in global aerospace industry

Representatives of SPEEA-IFPTE Local 
2001 joined more than 100 labor lead-
ers from 14 countries when they met 

in Seattle for the International Metalworkers 
Federation (IMF) Aerospace Conference Oct. 
6 - 7. The theme of the conference was ‘building 
union power to secure jobs.’

With the aid of translators, they shared successes 
and lessons learned to raise the standard of living 
for workers worldwide against corporate pressure 
to outsource to the lowest-wage countries. 

“This is one of the last surviving industries where 
people can earn a decent living,” said IFPTE 
President Greg Junemann in opening remarks. 
“We’re trying to hold on to that.”

Also during opening remarks, International 
Association of Machinists (IAM) President Tom 
Buffenbarger said: “We all share a fervent desire for 
fundamental human rights for workers everywhere. 
Success will be measured by how we improve the 
lives of working people all over the world.”

In addition to several panel discussions, includ-
ing one moderated by Stan Sorscher, SPEEA 

labor representative on staff, Boeing CEO Jim 
McNerney also spoke at the conference. In 
his speech, he said Boeing forecasts delivering 
nearly 31,000 airplanes worth $3.6 trillion over 
the next 20 years. On the defense side, he com-
mented on the growth potential in India, the 
Middle East and Asia. 

Fast facts from the conference:

• Labor rates in the U.S. and Europe average 
$30 an hour; Mexico is $5 per hour; Chi-
na’s rate averages 50 cents to $2 an hour 
and in Vietnam, companies pay an average 
of 45 to 71 cents an hour. 

• U.S. still has the most aerospace workers, 
a total of 624,000, but there’s been a 45% 
decrease in the past 20 years. Th e next in 
line, China, has 491,000.

• Boeing has labor-relations confl icts world-
wide. In Australia for instance, workers 
were on strike for 264 days against Boeing 
merely to gain their fi rst collective bargain-
ing agreement. 

Wichita Fall Fest a hit with families
About 125 members and their families enjoyed an afternoon of fun and games at O.J. Watson Park, Oct. 2. The Midwest 
Membership Activities Committee (MAC) organized the annual event, which included pumpkin-themed activities, a golf-
ball-on-a-fork-relay race (shown above) and bingo with prizes. (Photo by SPEEA Council Rep Phil Sturchio)

International labor conferenceInternational labor conference



Boeing open enrollment for SPEEA-represented employees

Nov. 4 – Dec. 3
Boeing open enrollment for SPEEA-represented employees
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A closer look at medical benefits 
Options for open enrollment, federal 

health legislation and issues arising from 
The Boeing Company’s recent decision 

to increase benefit costs for non-union employees 
are all examined in this month’s Spotlite magazine. 
SPEEA Benefits Director Matt Kempf worked 
with the Communications staff on this special 
section about the changes and the plans.

• Changes to benefits – If you’re in a SPEEA-
bargaining unit at Boeing, you will not see 
the cost increases that apply to non-union 
employees. However, you may be affected 
by changes resulting from national health-
care legislation. See the story on those 
changes - page 8.

• Open enrollment – This is the time of the 

year you can make routine changes to your 
health care. Available options are compared 
in this special section to help you choose 
the right plan for you and your family. If 
you opt for a different plan, changes take 
effect Jan. 1, 2011.

• Deadline for correcting mistakes – If 
you change your benefits package, you 
will receive a confirmation letter after open 
enrollment ends. Employees then have 20 
days from the date on the  letter to request 
a correction. 

• Benefits packets in the mail – By now, 
many of you have received open-enroll-
ment packets, which were scheduled to be 
mailed by the company in late October. If 

you’re one of 95% who are enrolled in the 
Traditional Medical Plan (TMP) or Select 
Network, you will receive a ‘welcome’ from 
BlueCross/BlueShield of Illinois, the new 
administrator. See the story about the plan 
administrator change - page 8. 

• Open-enrollment lunchtime meetings – 
This is your chance to hear the big picture 
on the plans as well as dive into some of the 
details with your Council Rep and SPEEA 
staff. Several workplace meetings are already 
scheduled throughout the Puget Sound 
region, as well as Wichita, Oregon, Utah 
and California. Check the online calendar 
at www.speea.org or ask your Council Rep 
to schedule a meeting in your area.

The union difference – no cost increases

SPEEA-IFPTE Local 2001 Prof and Tech 
contracts spell out exactly what you will 
pay for your Boeing health care benefits 

through Oct. 6, 2012, and for the Wichita 
Engineering Unit (WEU) through Dec. 2, 2011. 
This is a legally binding document protected 
by federal labor law. That’s why Boeing can-
not make the same cuts for union-represented 
employees.

“The cuts in benefits for non-union employ-
ees are a bitter pill – especially for those who 
have health issues,” said 
Tom McCarty, SPEEA 
president. “I wish we 
could include them in 
our bargaining units to 
extend the protection of 
the contract.”

About the real-
life example 
comparison 
chart
The chart here shows a 
real-life example of how 
the health care costs 
will affect non-union 
employees. The health 
care expenses are from 
a typical family (Matt 
Kempf, SPEEA bene-
fits director). They had 
their second child, and 
he underwent minor 
outpatient back surgery. 
His calculations show 

the impact of Boeing’s cuts to benefits.

The first benefit plan column reflects the health 
care costs if Kempf were a non-union Boeing 
employee in 2010. The second and third col-
umns show the 
increasing costs 
for  non-union 
plans. The last col-
umn reflects what 
Kempf would have 
paid if he was rep-

resented by SPEEA contracts.  Since the SPEEA 
benefits are not changing, the costs are equal 
in 2010, 2011 and 2012. All of the examples 
were in-network. Out of network would have 
been even more expensive.

 2010 
Non-Union

TMP 

 2011 
Non-Union 

TMP 

 2012 
Non-Union 

TMP 

 2010, 2011 & 
2012 

SPEEA TMP 
MD Appointment 15$                   20$                   20$                    15$                           

002IRM $                 337$                 375$                  225$                         
MD Appointment 15$                   20$                   20$                    15$                           
14 Physical Therapy 210$                 420$                 420$                  210$                         
MD Appointment 15$                   20$                   20$                    15$                           
Specialty Visit(s) 30$                   60$                   60$                    30$                           
2 Spinal -$                  121$                 243$                  -$                          
Specialty Visit 15$                   30$                   30$                    15$                           
Anesthesia -$                  93$                   185$                  -$                          
Hospital Surgery -$                  845$                 1,690$ -              $                          

002yrevileD $                 730$                 1,159$              225$                         
MD Charge -$                  495$                 690$                  -$                          
MD 54stisiV $                   60$                   60$                    45$                           

Birth - Hospital 200$                 434$                 568$                  225$                         
Well Child (4) 60$                   80$                   80$                    60$                           
Sick 51dlihC $                   20$                   20$                    15$                           

Well 51dlihC $                   20$                   20$                    15$                           
Sick MD Visits 45$                   60$                   60$                    45$                           
Lab -$                  21$                   41$                    -$                          

1,080$           3,885$           5,761$           1,155$                  

 Spouse 

 Newborn 
Daughter 

 3 Year 
Old Son 

Self



Which plan is right for you?Which plan is right for you?
Puget Sound  medical plan comparison Traditional Medical Plan Select Network

Plan Contributions: EE* ES* EC* ESC* EE ES EC

Monthly $0.00 $0.00 $0.00 $0.00 $56.43 $112.86 $112.8

Annual $0.00 $0.00 $0.00 $0.00 $677.16 $1,354.32 $1,354

Plan Benefi ts: In-Network Out-of-Network In-Network

Deductible $225** per person, $675 per family None

Out-of-pocket maximum $2,000 per person, $4,000 per family N/A

Network in Washington Regence PPO N/A Regence Select Network
Puget Sound only

Network outside of Washington Any BCBS PPO None; emergency room coverage only

Preventive care 100% covered Not covered 100% covered 

General coverage after deductible 100% 60% 100%

Emergency room $50 co-pay; waived if admitted $50 co-pay

Offi  ce visits 100% after $15 co-pay 60% after deductible 100% after $10 co-pay

Inpatient care 100% after deductible 60% after deductible 100% covered 

Outpatient and facility care 100% after deductible 60% after deductible 100% covered 

Non-preventive lab and X-ray 100% after deductible 60% after deductible 100% covered 

Prescription Drugs: Traditional Medical Plan Select Network

Generic retail 90% covered ($5 minimum co-pay, $25 maximum) $5 co-pay

Formulary brand retail 80% covered ($15 minimum co-pay, $75 maximum) $15 co-pay

Non-formulary brand retail 70% covered ($30 minimum co-pay, no maximum) $30 co-pay

Generic mail order $10 co-pay for up to 90 day supply $10 co-pay for up to 90 day supply

Formulary brand mail order $30 co-pay for up to 90 day supply $30 co-pay for up to 90 day supply

Non-formulary brand mail order $60 co-pay for up to 90 day supply $60 co-pay for up to 90 day supply

* EE = Employee only ** Or 0.225% of salary for individual/0.675% 
for family, whichever is greater

*** The deductible and out-of-pocket 
amount(s) may be met by one person
 or a combination of family members.

*** The plan contribution amounts 
represent the employer HSA 
contribution on your behalf.

* ES = Employee and spouse

* EC = Employee and child(ren)

* ESC = Employee, spouse and child(ren)
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 Boeing Open Enrollment: Nov. 4 – Dec. 3

1. Compare and choose a medical plan

Traditional Medical Plan (TMP):

• The Traditional Medical Plan makes the 
most sense for most members.  

• If you need expensive, non-formulary 
,prescription drugs and can’t get them 
via mail-order, you may wish to consider 
another medical plan.

• The Traditional Medical Plan covers very 
limited alternative care.

Select Network:

• The Select Network plan has no network 

outside of the Puget Sound and no out-
of-network benefits. Outside of the Puget 
Sound, only claims from an emergency 
room visit will be paid. 

• When comparing the Select Network 
medical plan and TMP, don’t forget the 
fact that the annual premiums required 
for the Select Network plan are more 
than three times the amount of the cor-
responding TMP annual deductibles.

• When comparing the Select Network 
medical plan to the Aetna PPO+ plan, 
don’t forget that you pay for one plan 

and receive a contribution for partici-
pating in the other plan. The difference 
between paying the annual family premi-
ums required for the Select Network plan 
and receiving the employer-provided 
family HSA contribution are more than 
the entire annual HSA family deductible 
($3,781 a year!).  

Group Health:

• Group Health has essentially no network 
outside of the Puget Sound and does not 
cover out-of-network or out-of-area ben-
efits. Only claims from an emergency 

Checklist for open enrollment – what to consider when 



Which plan is right for you?
Group Health Aetna PPO+ ***

ESC EE ES EC ESC EE ES EC ESC

6 $169.29 $59.67 $119.34 $119.34 $179.01 -$58.33 -$104.17 -$104.17 -$145.83

4.32 $2,031.48 $716.04 $1,432.08 $1,432.08 $2,148.12 -$700.00 -$1,250.00 -$1,250.00 -$1,750.00

In-Network EE ES EC ESC

None $1,500 $2,625 $2,625 $3,750 

N/A In: $1,600
Out: $3,200

In: $2,800
Out: $5,800

In: $2,800
Out: $5,800

In: $4,000
Out: $8,000

Group Health Network
Puget Sound only

In-Network Out-of-Network

Aetna PPO+ N/A
None; emergency room coverage only

100% covered 100% covered Not covered

100% 95% 60%

$50 co-pay 95% after deductible

100% after $10 co-pay 95% after deductible 60% after deductible

100% covered 95% after deductible 60% after deductible

100% covered 95% after deductible 60% after deductible

100% covered 95% after deductible 60% after deductible

Group Health Aetna PPO+ ***

$5 co-pay 90% covered after deductible

$15 co-pay 80% covered after deductible

Not covered 70% covered after deductible

$10 co-pay for up to 90 day supply 90% covered after deductible

$30 co-pay for up to 90 day supply 80% covered after deductible

Not covered 70% covered after deductible
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room visit  outside of the Puget Sound 
will be paid. 

• Group Health continues to win praise 
from members and physicians through-
out the state. Most recently, J.D. 
Power and Associates awarded Group 
Health “Highest Member Satisfaction 
among Commercial Health Plans in the 
Northwest Region.”

Aetna PPO+:

• Boeing has lowered the 2010 employer 
contribution from last year, so it makes 
less sense to choose this plan, but situa-
tions still exist where it may be an accept-

able alternative.  

2. Check if your dentist is contracted 
with Washington Dental Service

• More than 60% of members and their 
families are in the Preferred Dental 
plan.  Check the participation level of 
your dentist at www.deltadentalwa.
com. If your dentist is in the Delta 
Dental PPO or the Delta Dental Pre-
mier network, you should be too!

3. Learn how much you spend and 
how much is spent on your behalf:

• Visit www.myregence.com and find out 
how you use the health-care plan. This 

information can help you determine 
how much to set aside in the Flexible 
Spending Account (FSA) to pay for 
your share of the 2011 health-care costs 
income-tax free.

4. Flexible Spending Account (FSA)

• Once you looked at your costs for last year 
and choose a medical and dental plan for 
next year, it is time to estimate your 2011 
costs. See related story  - page 8.   

• When estimating your 2011 costs, include 
your costs for covered vision, dental, and 
medical claims, and most items that are 
included in IRS Publication 502.   

looking at your benefits
  Boeing Open Enrollment: Nov. 4 – Dec. 3

About the plan comparison chart
This is an attempt to generalize and summarize the plan provisions. 
For the actual plan provisions, please refer to your contract and/or the 
summary plan description(s).
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Flexible Spending 
Accounts (FSA)

The Flexible Spending Account (FSA) is 
an optional feature for those who want to 
pay for eligible medical expenses income 

tax-free. 

Employees should anticipate their expected out-
of-pocket costs in advance and set aside money 
from their paycheck into this fund on a pre-tax 
basis. 

Even though the fund accumulates  paycheck by 
paycheck, the entire annual election is available 
immediately. You do not have to wait for the 
fund to accrue.

The funds can be used to reimburse your out-
of-pocket expenses associated with the medical 
plan, dental plan and vision plan. The fund can 
also be used for items that are not covered by 
the medical plan, such as laser correction surgery 
for vision.  

Remember, this is not a fund that carries over 
from year to year. This is a use-it-or-lose-it 
arrangement. The service representative must 
receive your claim from expenses in the current 
plan year (Jan. 1 through Dec. 31) on or before 
April 30 of the following plan year. If your claim 
is not received by April 30, any funds remain-
ing from the prior plan year will be forfeited, as 
required under federal law.

If you are enrolled in Traditional Medical Plan 
(TMP), Select Network, Group Health or Selections 
Plus, most, but not all, of the tax-deductible expenses 
in IRS Publication 502 are reimbursable through 
your Health Care FSA.  For those in the Aetna PPO+ 
account, different rules apply.

Administrative changes

SPEEA-represented individuals will experi-
ence some minor changes associated with 
Boeing’s move to replace Regence BlueShield 

of Washington with BlueCross BlueShield of 
Illinois. This goes into effect Jan. 1, 2011.

Same provider network – 
same reimbursement levels
If you’re on the Traditional Medical Plan, Select 
Network or Selections Plus (Oregon), you 
don’t have to change your doctor. Most of the 
BlueCross BlueShield Plans (including Regence 
and HCSC) share networks nationally, so when 
you have coverage from one BCBS plan, you can 
see the other BCBS plan’s providers.   

For example, if a SPEEA member enrolled in 
the TMP was injured in Florida, then BlueCross 
BlueShield of Florida PPO providers would be 
in network.  

• If this were to happen today, the BCBS 
Florida PPO provider would bill the local 
BCBS (Florida). The local BCBS (Florida) 
would receive the claim, apply their negoti-
ated discounts to the claim and then for-
ward the claim to Regence, so Regence can 
ultimately pay the claim.  

• If this were to happen in 2011, the BCBS 
Florida PPO provider would bill the local 
BCBS (Florida).  The local BCBS (Florida) 
would receive the claim, apply their negoti-
ated discounts to the claim and then forward 
the claim to BCBS of Illinois, so that BCBS 
of Illinois can ultimately pay the claim.  

For Puget Sound SPEEA-represented individuals, 
they will continue to see their Regence BlueShield 
PPO provider (just as they do today) and the 
Regence BlueShield PPO providers will con-
tinue to send their claims into Regence. Regence 
will then apply their negotiated discounts to the 
claim, and the only change is that Regence will 
then forward the claim on to BCBS of Illinois for 
ultimate adjudication. 

What Will Change
• The Traditional Medical Plan (TMP) will 

no longer have hourly limits on hospice care.

• The Oregon Selections Plus plan’s coor-
dinated-care requirement is eliminated. 
Another change for Oregon is the emer-
gency-room reimbursement, which will be 
reduced to 60% for non-emergencies.

Legislative changes affect SPEEA contract benefits

The recent federal health-care legisla-
tion delivers benefit changes for Boeing 
employees, including those covered by 

SPEEA contracts. 

The changes are a result of three laws passed by 
Congress and signed into law by Pres. Obama. 
They are: Patient Protection and Affordable 
Care Act (PPACA), Health Care and Education 
Reconciliation Act of 2010 (HCERA) and 
Troubled Asset Relief Program (TARP). 

The following changes take effect Jan. 1, 2011.

Highlights of changes
• Limits removed – Annual limits and 

lifetime limits are removed for ‘essential’ 
medical-plan benefits – including lifetime 
transplant limits. The list of ‘essential’ ben-
efits is still being defined.

• Preventive care – You won’t have to pay 
deductible, co-pay or coinsurance on any 

in-network preventive care recommended 
by the U.S. Preventive Services Task Force 
(USPSTF).

• Dependents – Under certain circum-
stances, dependents can stay on the plan 
up through the month they turn 26. (See 
related article on this page for details.)

• Over-the-counter – You can no longer use 
either Flexible Spending Accounts (FSA) or 
Health Savings Accounts (HSA) for over-
the-counter drugs without a prescription. 

• Withdrawal penalty – In 2011, if your 
withdrawal from a PPO+ HSA plan is not 
a qualified medical expense, you will pay a 
20% penalty fee (formerly 10% penalty). 

• Mental health – Value Options will process 
mental health and chemical dependency 
claims. Pre-certification and pre-authori-
zation requirements will match medical 
plan requirements. For specific questions 

on mental health benefit requirements, call 
Total Access.

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

Dependent coverage 
extended to age 26
You can keep dependents on your medi-
cal, dental, life and ancillary plans up 
to the end of the month they turn 26, 
provided they do not have a group 
health plan where they work, and they 
are natural children, adopted children 
or step children.  

Requirements removed
• no principal support requirement

• no requirement to be living with 
the parents

• no full-time student requirement 

• no requirement to be unmarried

If you are responsible for a dependent 
other than natural children, adopted 
children and/or step children, they can 
also remain on the plan until the end 
of the month they turn 26, but current 
requirements in the contract apply (must 
be unmarried, dependent for principal 
support and living with the employee).

  Boeing Open Enrollment: Nov. 4 – Dec. 3

At a glanceAt a glance
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Contracts lock in benefits in six states

SPEEA-IFPTE Local 2001 negotiates 
contracts on behalf of more than 24,000 
employees in six states. If you have a question 

about your contractual benefits, ask your Council 
Rep. Contracts are available online at www.speea.
org (see drop-down menu for ‘Bargaining Units’). 

SPEEA contracts
• Northwest Professional and Technical Units 

– Th e Boeing Company, Washington, 
Oregon, Utah and California (2008 – 2012)

• Wichita Engineering Unit – Th e Boeing 

Company, Wichita, Kansas (2008 – 2011)

• Wichita Engineering Unit – Spirit 
AeroSystems, Wichita, Kansas (2009 – 2012)

• Wichita Technical and Professional Unit – 
Spirit AeroSystems, Wichita, Kansas
 (2005 - 2011)

• Triumph Composite Systems – Triumph 
Composite Systems, Spokane, Wash. 
(2010 – 2013)

• BAE Irving Technical Unit  – BAE 
Systems, Irving, Texas (2008-2011)

Overview of the dental plans for the Puget Sound and Wichita

The SPEEA-IFPTE Local 2001-Boeing 
contracts provide three dental plan 
options in the Puget Sound. All three 

are free from premium contributions.

Washington Dental Service (WDS) 
Preferred Dental 
This is recommended for the vast major-
ity of SPEEA-represented employees. For the 
highest benefit, plan to use an in-network 
Washington Dental Service (WDS) PPO den-
tist. Nationwide in-network coverage is avail-
able, using the National Delta Dental PPO 
networks. In Washington state, PPO Network 
and Premier Network dentists are prohibited 
from billing you the difference between the 
charged and the maximum allowable rate, 
known as “balance billing.”

Aetna Scheduled Dental Plan
This is rarely the best option. Dentists will bal-
ance bill you for the difference between the 
charged amount and the maximum allowable 
rate. The reimbursement amounts are low and 
have not changed in a decade. The rates are listed 
in the Prof & Tech contracts on pages A-56 to 
A-59. There is no network of dentists. You can 
see any licensed dentist in the nation.

WDS Prepaid Dental
This is a ‘buyer beware’ plan, because SPEEA 
receives more complaints on this plan than the 
other two plans combined. 

Wichita 
The SPEEA contract for the Boeing Wichita 
Engineering Unit (WEU) offers the Preferred 
Dental Plan. For the highest benefit, plan to use 

an in-network Delta Dental of Kansas PPO or 
Premier dentist. Nationwide in-network cover-
age is available, using the national Delta Dental 
PPO networks.  

In Kansas, Delta Dental PPO Network and 
Delta Dental Premier Network dentists are treat-
ed as in-network and are prohibited from balance 
billing you the difference between the charged 
amount and the maximum-allowable rate.

Medical plans 
cover preventive 
screenings 

Whether you’re at The Boeing Company 
or Spirit AeroSystems, your contract 
provides health plans that cover mam-

mograms, Pap tests, and colorectal cancer screen-
ings from network providers.  

Current general guidelines recommend that 
women over age 40 have an annual mammo-
gram and women over age 20 have a Pap test 
every two to three years. Talk to your clinician 
about when and how often you should have 
your screenings.

For colorectal cancer screening, current guide-
lines recommend regular screening beginning 
at age 50 (or earlier for those at higher risk for 
these cancers). Talk to your doctor. Colorectal 
cancer screening should include the follow-
ing tests:

• Fecal occult blood test (FOBT) – 
Once per year.

• Sigmoidoscopy – Once every fi ve years.

• Colonoscopy – Once every 10 years.

  Boeing Open Enrollment: Nov. 4 – Dec. 3
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SPEEA committed to cost-savings, 
not cost-shifting

For some time now, management at The 
Boeing Company has been referring to 
the potential cost pressure from the new 

health-care legislation. In response, SPEEA-
IFPTE Local 2001 continues to propose ways 
to cut costs, without cutting benefits. 

“SPEEA will be working with Boeing to find 
savings and efficiencies within the health-care 
system,” said Ray Goforth, SPEEA executive 
director. “At this point, we don’t see any rationale 
for shifting costs on to employees.”

SPEEA proposed a plan that would allow members 
to audit their claims in search of errors that may 
have led to insurance overpayment to the doctors, 
for example. Correcting mistakes could yield sig-
nificant savings when spread across the 20,000-plus 
in the SPEEA-Boeing bargaining units.

Another idea SPEEA shared with Boeing man-
agement is a discount for healthy food offered at 
the company cafeterias. As people save money, 
they also improve their diets. 

* Prof and Tech Puget Sound
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Labor HistoryLabor History

Anna Louise Strong - a Seattle radical
By Ross K Rieder, president
Pacific NW Labor History Association

During her Seattle years (1910-1921), 
Anna Louise Strong won election as the 
lone woman on the school board, only to 

be recalled because of her overt sympathies with 
the Industrial Workers of the World (IWW) and 
because of her pacifist stance during World War I. 
She was born in Friend, 
Nebraska, of middle-class 
liberals active in missionary 
work and the Congregational 
Church. An unusually gifted 
child, she raced through gram-
mar and high school, then stud-
ied languages in Europe. She 
graduated from Bryn Mawr, 
did graduate work at Oberlin, 
and at age 23 earned her Ph.D. 
from the University of Chicago. 
She was 30 when she returned 
to Seattle to live with her 
father, the Reverend Sydney 
Strong, pastor of Queen Anne 
Congregational Church. She 
favored the pro-labor and 
progressive political climate. 
She also organized cooperative 
summer camps in the Cascades and led climbing 
parties up Mt. Rainier. 
Strong ran for the Seattle School Board in 1916 
and won easily, thanks to support from women’s 
groups and organized labor and to her reputation 
as an expert on child welfare. She argued that 
public schools should offer social service pro-
grams for underprivileged children and should 
serve as community centers. 
In the year of her election, 1916, the Everett 
Massacre occurred. Strong was a stringer for the 
New York Evening Post to report on the bloody con-
flict between the IWW and the army of armed 
guards hired by Everett mill owners to keep them 
out of town. She soon became an impassioned and 
articulate spokesperson for workers’ rights. 
Strong’s endorsement of controversial liberal 
causes set her apart from her school board col-
leagues. She opposed war as a pacifist. When the 

United States entered World War I in 1917, she 
opposed the draft. The PTA and women’s clubs 
joined her in opposing military training in the 
schools. The Seattle Minute Men branded her 
as unpatriotic. 
The pacifist stance of the Wobblies led to 
mass arrests at the Seattle office where Louise 
Olivereau, a typist, was mailing circulars to draft-

ees, urging them to consider 
becoming conscientious objec-
tors. In 1918, Strong stood by 
Olivereau’s side in the court-
room, as the typist was tried 
for sedition, found guilty, and 
sent to prison. 
Fellow school board mem-
bers, quick to launch a recall 
campaign against Strong, 
won by a narrow margin. She 
appeared at their next meeting 
to argue that they appoint a 
woman as her successor. They 
replaced her with Evangeline 
C. Harper. 
Strong became more openly 
associated with the liberal 
press, writing pro-labor arti-
cles. On Feb. 6, 1919, two 

days before the beginning of the Seattle General 
Strike, she proclaimed in her famous editorial for 
the local Union Record: 
“We are undertaking the most tremendous move 
ever made by LABOR in this country, a move which 
will lead -- NO ONE KNOWS WHERE!” 
The strike shut down the city for four days, end-
ing as it had begun — peacefully and with its 
goals still undefined. 
Disillusioned with the erosion of the labor move-
ment, Strong had nothing to keep her in Seattle. 
When Lincoln Steffens lectured in Seattle about his 
trip to Russia, Strong accepted his advice and went to 
Moscow. For several years, she supported herself as a 
foreign correspondent for radical American newspa-
pers. In 1958, at age 72, she moved to China. She 
remained there until her death in 1970. 
*Based on a HistoryLink.org essay by 
Mildred Andrews.

Core engineering move wraps up 

More than 800 in core engineering moved 
from Renton to Everett between July 
and October, with the final 30-plus 

waiting to relocate. 
SPEEA-IFPTE Local 2001 began helping mem-
bers resolve issues and concerns in January, when 
The Boeing Company  made the decision to 
align BCA engineering with Airplane Programs, 
Product Development and the functional and 
design groups.

“Our objective was to make this move as fair as 
we could,” said Dean Tudor, SPEEA contract 
administrator for Renton. “We held meetings in 
March and April for members to give feedback, 
and their priorities were what we worked on for 
our partnership efforts.”
Tudor worked closely with Pat Arruda, Boeing’s 
people-issues leader in the move. Together, they 
addressed transportation options, medical con-
cerns and logistics issues such as requests to bring 
ergonomic chairs to Everett. They also helped a 

SPEEA member initiate discussions on a custom 
shuttle route offered by a private company for a 
reduced rate.
Tudor and Arruda started working together 
after a conversation between SPEEA Executive 
Director Ray Goforth and Doug Kight, Boeing 
senior executive, to work jointly on people’s 
issues when the move was announced. 
Renton Council Reps Bill Eames, Rick 
Hoffman, John Klym, and Ernie White were 
also involved from the start in SPEEA’s efforts 
to address members’ concerns.

Moving? Update Total Access
If you moved to a new work location, please 
update your information in Total Access. SPEEA 
relies on this to ensure Council Representatives 
have current lists of members in their district.

OT + LWP in same 
pay period 
guaranteed 

EVERETT - When three different members 
in SPEEA-IFPTE Local 2001 Council 
Rep Gail Evert’s district reported their 

overtime pay was disappearing, she contacted 
the SPEEA contract administrators (CA).
“The problem was resolved right away,” Evert 
said, “once the CAs talked to managers about 
what’s in the contract.”
The contract states leave with pay (LWP), which 
is compensated time, does not take away from 
overtime worked in the same pay period. See the 
SPEEA-Prof contract - Article 11.2(b). 
For non-represented exempt, salaried, full-time 
employees, Boeing’s compensation policy states 
the amount of overtime is reduced by the number 
of hours of LWP taken in the same pay period. 

Partial day absences covered - 
flexing is voluntary
The Prof contract also covers partial day absences 
- both Personal Business (PERBUS) and non-
industrial sick leave (NonIND). Flexing your 
schedule instead of taking partial days is always 
voluntary. No manager can direct SPEEA-
represented engineers to flex their time regard-
less of the circumstances. 
This is a contractual right in the Prof SPEEA-
Boeing contract: PERBUS, see contract article 
11.5(c), and NonIND, see article 6.4. To find 
the online copy of the Prof contract, go to www.
speea.org and click on the drop-down menu for 
'Bargaining Units', then click on 'Contracts'.
Any SPEEA-represented engineer can request 
to flex his/her time, if they desire, with advance 
approval from their manager.
If you have a question or concern, ask your 
Council Rep or contact the SPEEA office.

What's in your contract



11  SPEEA SPOTLITENOVEMBER 2010

Seeing Ed Wells through his children’s eyes
By Dina Weiss
For Ed Wells Partnership

His resume rivals that of Thomas Edison, 
Henry Ford, or William Boeing. An 
entire Boeing organization is named for 

him. But how many people can say they know 
the person behind the namesake for Ed Wells 
Partnership (EWP) – which provides training 
and career growth for thousands of SPEEA-
represented engineers and techs at The Boeing 
Company?

His children, Laurie (Wells) Watt and her broth-
er, Ed Wells Jr., made trips to the EWP offices 
earlier this year and shared their perspectives 
on the man whose name stands for advancing 
careers for Boeing’s engineering and technical 
workforce.

Note: DW = Dina Weiss; EW = Ed Wells Jr. and 
LW = Laurie (Wells) Watt.

DW:  Your dad made quite an impact not only on 
Boeing, but engineers everywhere.

EW:  There are several books that chronicle my 
dad’s career. His older sister, Mary Geer, wrote 
“Boeing’s Ed Wells,” not long after he died of 
cancer in 1986. I’ve skimmed two other books, 
“Legend and Legacy” by Robert Serling and 
“Flying High” by Eugene Rodgers.  In “Legend 
and Legacy,” he talks about Dad’s part in the 
development of the 
767 and the 757, even 
though he was officially 
retired from Boeing. It 
mentions his patent on 
the 767 landing gear, 
which I found a copy 
of in his files. It wasn’t 
until after he died that 
I really became aware 
of how much effect 
he had on Boeing pro-
grams and what he was 
involved in.

Role in 
founding SPEEA
I also found an interest-
ing passage in “Flying 
High,” about our dad’s 
role in the founding of 
SPEEA. He encouraged 
Boeing engineers to 
organize independently 
from other unions so 

they could maintain their unique points of view. 
The book talked about Dad getting T.A. Wilson, 
who was active in SPEEA in his early days around 
1952, to work together with Archie Logan, 
who was vice-president for Labor Relations, to 
overcome contentious 
negotiations between 
Boeing and SPEEA.  

DW:  What was it like 
growing up with him?

LW:  We moved just so 
I could go to kinder-
garten at John Muir 
Elementary School 
with my friends. As 
we were right on the 
Hawthorne School side 
of the line, my first day 
of kindergarten was at 
that school. None of my 
friends went there, and 
I was a basket case. I was 
very shy. I refused to go 
back after that first day. 
My parents were able 
to immediately switch 
me to John Muir where 
my friends were. But 
they also had to sell 
their house as soon as possible and move the two 

blocks north to be in 
the John Muir district. 
That is just one example 
of how our parents sac-
rificed for us. 

In the early 50s, when 
I was a freshman in 
high school, my dad 
helped me every night 
with algebra. I’d get so 
frustrated I’d yell and 
scream. But he was so 
patient and kept walk-
ing me through it, and 
I ended up getting A’s.

How to use a 
slide rule
EW:  As with Laurie, 
Dad helped me in high 
school. I took physics 
my junior year, in the 
days before electronic 
calculators, and it was 

necessary to use a slide rule to calculate physics 
formulae. He still had, and used, his slide rule 
from Stanford, and he taught me how to use it.  

LW:   Something I’ll never forget is that my dad 
painted several circus 
animals on cardboard 
and cut them out for 
decorations for one 
of my first birthday 
parties - very realistic 
elephants, giraffes, etc.  
He was the most won-
derful father anyone 
could ask for.  

DW: What’s something 
about your dad that 
people at Boeing might 
not know?

EW: In the 70s, Dad got 
a Celestron telescope 
and took many photos 
with it. In 1985, with 
the return of Halley’s 
Comet, he purchased 
software from Celestron 
for tracking the comet’s 
path. Even though he’d 
had his IBM computer 

for less than a year, he was able to detect an error 
in the software. He debugged it and sent a letter 
to Celestron explaining the problem and how 
to correct it. He received a very nice reply from 
Celestron, and they did, in fact, re-program the 
software correctly.

LW:  He learned to speak four languages (French, 
German, Spanish and Italian) which helped him 
when discussing Boeing products with custom-
ers in other countries.  Learning Japanese and 
Russian were on his to-do list, just before he 
became ill with pancreatic cancer. I wish he were 
here to give his opinion about events in this day 
and age.  One of the many things I miss about 
him is that he would give such wise and objective 
advice when asked.  I know so many people at 
Boeing also missed that for many years after he 
was gone.  He was never judgmental. Always 
honest.  Quiet, but had a great sense of humor. 

My brother and I are very pleased and honored 
that our dad’s legacy lives on through The Ed 
Wells Partnership. When it was formed, I knew 
he would very much approve of continuing edu-
cation for engineers.

Laurie (Wells) Watt and her husband, Roger, admire a 
display created for the Museum of Flight in Seattle honor-
ing her late father.  The display now sits at the EWP main 
offices in Renton, Wash.

Ed Wells Jr. (center) is with EWP co-directors, Jose Font 
and Maria Nelson.
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SPEEA helps grieving member 
with insurance woes

WICHITA - Sandy 
Wilson  never 
expected to walk 

through the door at the 
SPEEA-IFPTE Local 2001 
office for help, but found just 
what she needed at the most 
difficult time in her life, when 
her husband of 35 years died.
Wilson ran into months-
long roadblocks with insur-
ance – first with getting her 
husband’s name removed 
from her medical insurance, 
followed by lengthy delays in 
processing the life insurance 
policy. 
“I needed help and didn’t 
know where to go,” she said. 
“I was at the end of my rope.” 
Within three days of going to 
her union, she received a call 
from Bob Brewer, SPEEA 
Midwest director, with the 
good news that the paper-
work was being processed. She received a check 
within a week of contacting SPEEA. 
“Never in my wildest dreams did I think that 
I would be sitting here (at SPEEA) asking for 
help,” she recalled. “I am, at this point, very, 
very grateful.”
Her husband, Jerry, a retired engineer for Lundy 
Electronics, died at age 60 on Feb. 24. She started 
the insurance process two days later. She reached 
her final straw when she found out in May that 
life insurance paperwork was still held up at 
Mercer Group, despite repeated calls, faxes and 
promises from customer service representatives 
and their supervisors.
Wilson, a process manufacturing planner at 
Spirit AeroSystems, may not have needed SPEEA 

before now, but wanted to have a voice at work. 
She voted for the SPEEA Wichita Technical and 
Professional Unit (WTPU) when it organized in 
2000 and then became a member. “I felt that if 
I was voting for the union, I wanted to partici-
pate,” she said.
She hopes no one else has to go through the 
insurance nightmare she did. “I want to help – if 
it keeps anyone else from going through this.”
Brewer noted SPEEA and Spirit will hold dis-
cussions on the problems and work toward 
improving the process. “There is no need for an 
employee going through the loss of a loved one 
to have to deal with additional burdens during 
this difficult period in their lives,” he said. “It was 
great to be able to step in and unload a portion 
of that stress.”

Success StorySuccess Story

WichitaWichita

Puget SoundPuget Sound
*Robert’s Rules of Order Part I

Monday, Nov. 8
SPEEA Seattle, from 5 to 6:30 p.m.

Wednesday, Nov. 10
SPEEA Everett, from 4:30 to 6 p.m.

Free photo opportunity w/Santa 

Saturday, Dec. 4, from 11 a.m. to 3 p.m.
SPEEA Everett and SPEEA Seattle

SPEEA families and pets welcome 

Please bring a non-perishable food item for the food bank. 

*Robert's Rule of Order Part II

Wednesday, Dec. 8
SPEEA Everett, from 4:30 to 6 p.m.

Monday, Dec. 13
SPEEA Seattle, from 5 to 6:30 p.m.

*Approved for Council Rep Training

Holiday lights bus tour
  

Friday, Dec. 3
Bus leaves SPEEA Wichita office at 5:45 pm. 

For SPEEA members and their families

Seating is limited. RSVP by Dec. 1. Sponsored by 
MW Membership Activities Committee.

 Bowling with Santa
Saturday, Dec. 11, from 4 to 7 p.m. 

Derby Bowl

For SPEEA members and their families. 

Gifts for the kids. RSVP is required.

Sandy Wilson of Wichita holds a photo of her husband, Jerry, who died earlier 
this year. Bob Brewer, SPEEA Midwest director (above) helped her deal with 
insurance problems.


