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At left, Bob Steed signs up to become a member of the Contract Action 
Network after an update on negotiations at the August Northwest Council 
meeting. 

Members of the Prof and Tech Negotiations Teams are shown above (from 
left) Rebekah Hewitt, Brent McFarlane, Joel Funfar, John McLaren, 
Ryan Rule, Rick Hoffman, Ron Shoemaker, Tom McCarty and Roger 
Pullman. Not shown: Sandy Hastings.

Negotiations are reaching the final stages on behalf of 
nearly 23,000 engineers and technical workers in 
the Puget Sound, Oregon, Utah and California. In 

this issue of Spotlite, learn more about what’s at stake, take a 
closer look at key issues and join us at solidarity events. See 
pages 3-10. 

Negotiations are also under way for the Wichita Engineering 
Unit (WEU) – see page 2 – and the Airplane Manufacturing 
Pilots Association (AMPA) – see page 12. 

Tough 
talks
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SPEEA-SpiritSPEEA-Spirit

Shown above: are members of the SPEEA Wichita Engineering Unit (WEU) Negotiation Team and SPEEA 
staff presenting the team’s contract proposal to Spirit management Aug. 13 at the SPEEA Wichita office.

WEU Negotiations Team 
presents contract proposal 

WICHITA - The SPEEA Wichita 
En g i n e e r i n g  Un i t  ( W E U ) 
Negotiation Team presented a con-

tract proposal to representatives from Spirit 
AeroSystems Aug. 13.
At the kick-off meeting with Spirit, manage-
ment presented a general business forecast over-
view. Although no formal contract agreements 
were reached, both teams agreed to attend joint 
Interest Based Bargaining training provided by 
the Federal Mediation & Conciliation Services 
(FMCS).
Subcommittee meetings on non-economic issues 
are tentatively scheduled to begin this month. 
The SPEEA Negotiation Team held lunchtime 
meetings in the workplace the week of Aug. 20 
to go over the proposal in more detail, answer 
questions and review the timeline for next steps. 
To build the proposal, the three WEU 
Negotiation Team engineers and staff reviewed 
survey input and analyzed the current contract 
for areas to improve and update. They worked 
with staff subject matter experts on benefits and 
compensation and also consulted with SPEEA’s 
labor lawyer.
The team posted contract highlights and the pro-
posed contract offer (changes in red) at www.
speea.org, along with the red-lined version of 
the contract benefits proposal. 
The team’s series of weekly ‘Quick Polls’ gener-
ated more than 1,000 responses on issues such 
as overtime, cost of living adjustment, bonuses 
and attrition. 
The SPEEA-WEU contract expires Dec. 1 
and covers nearly 800 represented engineers. 
Membership continues to grow (increasing by 

50% in recent months).

Highlights of the 
proposal summary
Some of the SPEEA contract proposal 
changes include:

Overtime
 Increasing the overtime pay
 Limiting the maximum amount of 

overtime per quarter
Holidays

 Increasing holiday pay
 Making overtime voluntary on holi-

day weekends
Insurance

 Maintaining the current medical 
insurance premiums

 Developing fi nancial incentives that 
reduce employee medical premiums 
throughout the life of the contract

Employee Relations
 Limiting management’s right to 

perform bargaining unit work
 Improving job security related to 

outsourcing
Workforce

 Improving Performance Manage-
ment language protecting employees 
from surprises/changes

 Improving limitations on retention-
rating frequency



published monthly by:
Society of  Professional Engineering Employees in Aerospace, IFPTE Local 2001, AFL-CIO, CLC
15205 52nd Ave S • Seattle, WA 98188 • (206) 433-0991

Periodicals Postage Paid 
at Seattle, Washington

Reproduction rights reserved. No part of this publication may be 
reproduced without permission of the editor. When permission is 
granted, material must be used in context and credit given to the 
SPEEA SPOTLITE.
Original articles and feedback are solicited.
POSTMASTER:  Address changes to The SPEEA SPOTLITE 

Local 2001, AFL-CIO, CLC

ISSN 0194-8687

Subscription rate: $2.00 per year
$2.00 of the annual membership dues is paid as a year’s 
subscription to the SPEEA SPOTLITE.

 Volume 55, Number 9; September 2012

3  SPEEA SPOTLITESEPTEMBER 2012

By Tom McCarty, SPEEA President

President’s Corner

B

 PagePage

If it doesn’t make sense – just vote no
In the upcoming weeks, all SPEEA members 

covered by the Prof and Tech Collective 
Bargaining Agreements will receive their 

ballot. Every member can vote to either accept 
or to reject The Boeing Company’s proposal for 
a new contract agreement. 
As I write this, I really don’t know exactly what 
an offer will look like. In the ongoing discus-
sions, we’ve seen Boeing negotiators pressing 
for what they characterize as a “competitive” 
compensation package. Actually, for the past 
four years, I thought our salary and benefits 
were competitive and reflected fairly well on 
our position in the market. I certainly don’t see 
any justification for any reduction in the total 
value of our wages and benefits.

Voting process
I get a lot of questions from members about the 
process to ratify a new agreement with Boeing 
and what happens if we reject the proposal. I 
start with the simple case – when a majority of 
the members vote to accept the proposal. That 
really is an end to it. It’s exactly what should 
occur if the majority of the members find the 
offer to be respectful of the contributions we’ve 
made to the spectacular success of Boeing in the 
past few years. 
It is worth noting that in the present negotia-
tions, the union has offered to recommend an 
offer that was exactly the same contract in place 
for the last four years. All we would have to do 
is update the holidays and change the expira-
tion date.
Needless to say, our proposal to extend the exist-
ing contract was not seriously considered by the 
company. I can only think of two reasons for 
that: 1) the company wants to increase the total 
economic package, or 2) the new proposal will 
represent a smaller economic offer, or to use the 
company’s characterization, “a more competitive 
offer.” 

Squeezing every nickel
Actually, I think we are quite competitive now, but 
I think the company is using the term differently. 

We helped the company reach record revenues and 
profits, so I don’t think this is the time to squeeze 
every nickel possible out of the next contract. It 
seems the measure Boeing wants to apply in creat-
ing the SPEEA contract proposal is not the com-
pany’s profits and order backlog, but rather the 
weakening in the general economy.
Some people are concerned that if the contract 
is rejected, SPEEA will declare a strike the very 
next day. I hear from other people that if we 
reject the contract, we will not declare a strike 
the very next day and accept whatever manage-
ment wants to offer us. That is not who we are, 
and that is not what we do.
In the history of SPEEA, we have only declared 
a significant strike once. That was after the 
members rejected two contract offers and told 
the negotiation team that only a work stoppage 
would compel Boeing to negotiate a respectful 
contract offer. As it turned out, while we were 
on strike, a third proposal was offered. The nego-
tiation team had to reject it outright since it 
didn’t meet the members’ criteria for a respectful 
offer. The fourth offer was finally accepted by 
the members.

Voting a strong message
The vast majority of our members know that we 
may not come to agreement on the first contract 
offer. We may need to send a strong message 
by summarily rejecting the contract and forcing 
management back to the table for some serious 
negotiations. 
My impression is that we are being tested, since 
after all, this is negotiations. We need to stick 
to our principles. We expect to be treated with 
respect. Our compensation and benefits should 
reflect our work and our contributions toward 
making Boeing profitable. We expect to lead the 
market in compensation and benefits. That is the 
position we have earned by our contributions to 
Boeing’s record success.
When the company makes its final offer, places it 
on the table and leaves the room, the negotiation 
team will share the proposal with the members, 
along with the team’s recommendation to accept 

or reject the offer. 

Up to you
It is up to you to study the proposal and make 
up your own mind on the merits of the offer. 
You may want to discuss the proposal with fam-
ily and coworkers. The negotiating team will 
provide as many opportunities as possible to 
explain the offer and answer questions. We plan 
to have summaries available as well as the full 
language of the company’s offer. It is important 
that you vote.
This proposal should get a straight-up-or-down 
vote based on its merits. You have to decide if 
you agree with your bargaining unit negotiation 
team’s recommendation. 
If the offer is rejected, we will go back to the 
table and press even harder. There will be a differ-
ence if the offer was rejected by an overwhelming 
majority of members. Your team can return to 
negotiate with the full authority and support of 
the members. We will have the ability to com-
pel Boeing to rethink exactly what a respectful 
proposal should look like. 

Demonstrate respect
The goal of your negotiation team has always 
been to get a contract offer that recognizes the 
contributions we make to Boeing’s success. 
This would be a contract that demonstrates the 
respect you earned and a contract that recognizes 
our position as leaders in the engineering and 
technical workforce. If the offer doesn’t do that 
– don’t be afraid to just vote no.

WEU Negotiations Team presents contract proposal ..................... p2

Negotiations continue, but Boeing withholding off er .................. p4
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Negotiations continue, but 
Boeing withholding offer
SEATTLE – With negotiations for 23,000 

engineers and technical workers in its third 
month, it’s clear The Boeing Company is 

withholding its contract offers to give its employ-
ee relations campaign time to convince work-
ers they don’t deserve a piece of the company’s 
record profits.
Negotiations formally started in June at the 
request of Boeing. After the company rejected 
our offer to simply extend the current contracts 
with some minor adjustments, our negotiation 
teams presented a full proposal, complete with 
rationales for each change, on June 15. 
Since then, Boeing negotiators have outlined 
their goal to eliminate the pension for new 
employees and replace it with an “Enhanced 
401k,” cutting the value of the existing retire-
ment benefit by more than 40%. Other stated 
company goals are to shift more health-care costs 
onto employees and cut the rate of salary growth 
by slashing salary raise pools. 
“Boeing Chicago has decided engineers and techs 
should be the ones to not share in the prosperity they 
helped create,” said Ray Goforth, SPEEA executive 
director. “Boeing corporate believes that it can use 
the economic hardship created by the recession to 
force through pay and benefit cuts that are com-
pletely unrelated to the health of the company.”

Boeing has ignored repeated requests to present 
an offer. In recent sessions, the company has only 
said it will present its initial officer “sometime 
before Oct. 6,” the date current contracts expire.
“We started negotiations early but the company 
has not used it to get into a better position to 
negotiate a contract acceptable to members,” said 
SPEEA President Tom McCarty. “We are losing 
the opportunity to engage and solve some of 
these problems.”
During one session in August, the company 
spent four hours presenting its world view of 
market forces, global competition and its “stra-
tegic environment.” The presentation included 
almost no supporting facts and figures. 
“Boeing corporate believes they can sell members 
on the ‘need’ for cuts,” Goforth said. “Although 
all other stakeholders have been rewarded, they’re 
coming to SPEEA members for cuts.”
While outlining tough times to SPEEA, Boeing 
is reporting record sales and income to Wall 
Street. The shareholder dividend increased, the 
machinists’ union secured a contract leaving 
their salaries about 18% over market; and cor-
porate executives are receiving double-digit pay 
increases (Boeing CEO Jim McNerney received 
a 16% pay increase in 2012) and bonuses report-
ed to be as large as a full year’s salary.

Boeing rejected 
SPEEA proposals 

Boeing was only willing to discuss SPEEA’s pro-
posal on holiday pay for part-time employees in 
a recent joint session. On the same day, Boeing 
proposed eliminating salary increases for interns, 
and taking away guaranteed minimum promo-
tional funds for employees who are downgraded 
and subsequently re-promoted.

Boeing rejected the following SPEEA proposals:

• Cost of living adjustment considerations
• Maternity / paternity leave beyond that 

required by law 
• Preserving sick leave for those with small 

balances
• Increases in vacation accrual rates 
• Immediate vacation accrual for new hires 
• Accruing vacation based on overtime
• Two floating holidays to honor both 

Martin Luther King Jr. and Veterans Day
“It’s become painfully clear that the Boeing nego-
tiating team has essentially abandoned the idea 
of reaching a negotiated solution with SPEEA,” 
said Goforth. 

• Eliminate the pension for new hires and 
replace it with a 401(k) that provides 40% 
less value in retirement. This is a first step 
to freezing the pension for all employees.

• Reduce the rate of salary growth 
to 2-3% a year (a 40% to 60% 
reduction in the rate of salary 
growth). Boeing admits the cur-
rent 5% wage pools only raised 
represented employees to the 
50th percentile of the engineer-
ing/technical wage market. 

• Cost-shifting in medical. Boeing acknowledged during a 
July negotiation session that their goal on medical ben-
efits is to shift costs onto employees. Cost shifting isn’t a 
means to achieve a goal. Cost shifting IS the goal.

• Eliminate salary 
increases for interns.

• End the use of PERBUS/
NONIND for partial-day 
absences.

• Eliminate guaranteed 
minimum promotional 
funds for employees who 
are downgraded and 
subsequently re-promoted.

What we know about Boeing’s offers

Boeing profi ts soar!
 $4.02 billion in profi t in 2011

 $354 billion in backlog 
(4,000 planes)

 Boeing Commercial 2nd 
quarter revenue up 34%

Prof and Tech NegotiationsProf and Tech Negotiations
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THOUSANDS 
to participate in 
SOLIDARITY 

EVENTS 
Thousands are expected at the SPEEA 

Solidarity Night at the Mariners Sept. 
8 to show support for SPEEA Prof and 

Tech contract negotiations. All are encouraged 
to wear their red SPEEA T-shirts.
Portland members are taking a bus to the 
Mariners game to show team spirit. In Utah, 
members were given free tickets to see an 
Ogden Raptors baseball game Aug. 30. 

Solidarity at the Mariners
In addition to giving two free tickets to each inter-
ested member, SPEEA secured the opportunity 
for two members to be on the field for first pitch/
catch. The SPEEA Bargaining Unit Negotiations 
Support (BUNS) committee planned to ran-
domly draw two names Sept. 5 from a pool of 
interested members who ordered tickets. 
BUNS members were a driving force behind the 
ticket orders and the distribution in the work 
place. More than 200 responded to help collect 
orders for tickets, including more than 50 mem-
bers who were not already active.

SPEEA solidarity events
SPEEA members are organizing workplace 
solidarity events to update members on issues 
related to the negotiations and show solidarity.
Events include hot dog lunches in Everett and 
Seattle. Not to be outdone, Renton members 
are organizing a special event, as well as other 
sites, including Auburn.
Look for more opportunities to show your 
support at special events. As of press time, the 
following event details were available. Look for 
more information online at www.speea.org or 
ask your Council Rep. 

 Everett – Wednesday, Sept. 12 
 Developmental Center (Seattle) – 

Tuesday, Sept. 18

Major contract issues
 Retirement

Boeing wants to eliminate the pen-
sion for new hires and replace it 
with a 401(k) that pays 40% less. 

o SPEEA proposal: Preserve pension for all 
represented employees, and increase the 
benefi t (percent in-
crease to mirror prior 
contract gains). If 
Boeing presented an 
option to replace the 
pension benefi t value 
with another option, 
SPEEA would be will-
ing to discuss it, but 
this is highly complex 
issue that would take 
signifi cant time and 
process to jointly work 
through the issues.

 Wages

Boeing wants to cut 
salary growth by 
40% (from current 
5% pools to 2 to 3% 
pools).  

o SPEEA proposal: 
Increase wage pools 
7.5% for the pur-

pose   of puutting engineers and techs 
at the 75th percentile of the engineering/
technical market. Both engineers and 
technical workers are currently around 
the 50th percentile, according to Boe-
ing’s salary data. With leakage (higher-
salaried employees retire and are replaced 
by lower-salaried new hires), a 5% salary 

pool in reality is actually 
only about a 3% payroll 
cost. So Boeing wants 
to reduce actual payroll 
growth to somewhere 
between 0-1%.

Medical benefits
Boeing wants to 
shift  more in medi-
cal benefi t costs 
onto engineers and 
technical workers. 

o SPEEA proposal: 
Maintain benefi ts 
while targeting cost-
savings in other ways 
such as incentives 
for healthy lifestyle 
choices and medical 
bill auditing, and en-
hance plans in a few 
areas where necessary.

Respect must be mutual 

SPEEA has a lot of extremely smart and 
talented people. They 
are the people who 
design the airplanes 
that the IAM builds, 
others who support 
the airplanes, and all 
of the other tasks that 
make Boeing what it 
is today, the premier 
airframe builder of the world. Treating 
these people as second-class citizens, 
especially after the IAM contract 
came to light and selling hundreds of 
new airplanes is not the way to garner 
respect.  Respect must be mutual and 
filter from top to bottom and back.   I 
think Boeing could do better with the 
union negotiations.  Let’s sit down and 
end the “Us versus Them” mentality 
and negotiate a contract that will ben-
efit everyone, because in the long run, 
we are all in this together.       

Mike Rollins
Aircraft Maintenance Manuals, 
Cargo Systems (Seattle)

Prof and Tech NegotiationsProf and Tech Negotiations

About 70 members attended a lunchtime meeting Aug. 14 in Portland (shown above) with Ryan Rule and Ron Shoemaker, 
from the SPEEA Prof and Tech negotiation teams. Several members signed up as volunteers on the Contract Action Network (to 
help communicate negotiations information). 

SPEEA’s complete contract proposal online

Complete Prof and Tech contract red-
lines (changes in red) are online at the 
SPEEA Negotiations Page (see link at 

www.speea.org). The redlines are based on our 
proposal to Boeing June 15. 
SPEEA’s contract proposals reflect our members’ 

contribution to Boeing’s record profits and backlog.
To learn more, go to www.speea.org, attend a 
lunchtime meeting or go to a SPEEA solidarity 
event. You can also talk to your Council Rep or 
other SPEEA reps.
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By Matthew Kempf, CFP®
SPEEA Benefits Director

If Boeing gets its way at the negotiation table, 
the pension is dead for new employees hired 
into a Northwest SPEEA bargaining unit. 

Instead, they will receive Boeing’s “Enhanced 
401k,” a defined contribution retirement plan 
that slashes the value of the current benefit by 
an estimated 41%.
During weekly negotiations sessions, Boeing offi-
cials acknowledge this new plan is worth less, is 
more volatile and provides a much smaller benefit 
for employees. Our estimates show that if this plan 
were in place for engineers today, the overall value 
of their pension benefit would be about $300,000 
less. Technical workers’ benefit would be valued 
almost $200,000 less. Both examples are based 
on average salaries and average years of service for 
retiring Northwest SPEEA-represented employees 
over the past 18 months. 
For Boeing to take away that kind of value for all 
new hires, particularly during a period of record 
profit and backlog, sends a very disheartening 
message about the new employees’ worth to the 
company.

What is the current 
pension worth?

Today’s average salary of a Puget Sound engi-
neer with 30 years of service is approximately 
$134,500. The pension benefit for this employee 
equals approximately $3,869 a month. Using 
a valuator (www.immediateannuities.com) to 
determine retirement value, the total value of the 
Boeing Company Employee Retirement Pension 
(BCERP) to the average SPEEA-represented 

engineer at retirement is $747,000.     
The average salary for an employee in the Puget 
Sound Technical unit with 30 years of service is 
about $89,000. The BCERP standard benefit 
formula (currently $83 per year of service) means 
that retirees with 30 years of service will receive a 
minimum of $2,490 a month for life, regardless 
of their salary or final average earnings.  Using 

the same valuator, the minimum value of the 
BCERP to a 30-year Tech employee at retirement 
is more than $480,000.     

What is the company 
proposal worth?

If the stock market performance results in pre-
cisely a 10% return for each employee, it 
would be fairly easy to determine which 
retirement vehicle would provide more 
retirement income. For example, an engi-
neer with a current salary of $134,500 with 
30 years of service in the Enhanced 401k 
receiving a 4% raise annually and earning 
precisely 10% on their “Enhanced 401k” 
would only have a balance from the compa-
ny “enhanced” contributions of $440,000 
at age 60. Stated another way, if an indi-
vidual could achieve exactly 10% return 
each and every year, the “Enhanced 401k” 
would be a negative 41% “enhancement.”  
Unfortunately, market returns vary from 
year to year; from investor to investor, 
and even within the same year. Using a 
simple expected return is not an adequate 
way to examine the plan. Some years have 
returns in excess of 10%, and some years 
have returns less than 10%. The 'Monte 
Carlo method' of analyzing the plan per-

What pensions are worth
The chart shows the outcome of a ‘Monte Carlo’ simulation – indicating how the value of Boeing’s proposed ‘enhanced’ 
401(k) would be 40% less for the majority of employees. 

Boeing OFFER Current SPEEA 
Enhanced 401k BCERP  

Automatic 

Portion 

Plan Type Defined Contribution Defined Benefit

Amount 

Age  401k Contribution

Monthly benefit = greater $83 per x 

years of service as Life Annuity or the 

alternate formula.

<40 3% of Salary 

40-49 4% of Salary 

50+ 5% of Salary 

Investment Risk 
Employee responsible for 

all investment risk 

Company assumes all investment risk 

and must deliver promised benefit. 

Guarantee
SIPC protects against fraud, not loss 

of investment value

PBGC guarantees retirement 

income for life

Benefit Lasts Until you run out of money For your entire lifetime

Voluntary  

Portion 

Company Match 

100% of first 4%
75% of first 8%

50% of next 4%

(6% Maximum Benefit) (6% Maximum Benefit) 

Investment Risk 
Employee responsible for 

all investment risk 

Employee responsible for 

all investment risk 

Benefit Lasts Until you run out of money Until you run out of money
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Monte Carlo Methods

Monte Carlo methods are used to deter-
mine the most probable outcome based 
on multiple variable inputs.  For exam-

ple, if you rolled one 6-sided dice, you would 
receive a 1, 2, 3, 4, 5 or 6.  The odds of rolling 
a 1 are just as good as the odds of rolling a 6.  
If you rolled the dice two times and added the 
result, you would receive either a 2, 3, 4, 5, 6, 
7, 8, 9, 10, 11, or 12, but the odds of receiving 
a 12 are not the same as the odd of receiving a 
7, because there is only one combination of dice 
that add up to 12 and six combinations of dice 
that add up to 7, making you 6 times more likely 
to roll a combination that adds up to 7 as you 
are to roll a 12.

If you roll the same pair of dice 
10 times the results may seem random.  
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or Boeing Chicago
mit ranges of possible 
risks and outcomes to 
be analyzed and the 
most likely ranges of 
outcomes can be esti-
mated as probabilities.
Assuming annual 
market returns of 
a random number 
between  - 10% and 
30% as a market return 
and using 100,000 
Monte Carlo Method-
simulated employees 
with a current salary 
of $134,500 with 30 
years of service would 
still produce an average 
balance very close to $440,000 (because the aver-
age of -10% and 30% is 10%), but variations in 
market returns would cause the outcomes to vary 
by plus or minus $183,500 for the majority of 
people (standard deviation).  In this analysis, fewer 
than 6.5% of the 100,000 “Enhanced 401k” simu-
lations outperformed our current pension. The 
“Enhanced 401k compared to BCERP” chart 
illustrates a summary of the 100,000 simulations, 
and the range of possible outcomes based on the 
variables and assumptions noted in the analysis.  

SPEEA 
proposal
SPEEA’s preference is 
to maintain the pen-
sion for all employees 
and increase the stan-
dard benefit equiva-
lent to the negotiated 
increases during the 
past 40 years. SPEEA 
understands the 
reason behind the 
company’s desire to 
terminate the pen-
sion for new hires, 
but replacing the 
benefit with a far-

inferior retirement plan does not make sense.  
To help alleviate some of Boeing Chicago’s pres-
sure to eliminate the pension, SPEEA proposed 
allowing individuals to roll over the actuarially 
equivalent present value of the participant’s 
benefit upon retirement. Then they can opt-
out of the monthly payment and instead receive 
a lump sum from the company. To the extent 
this is popular, the employee-optional “buyout” 
would decrease the total size of the pension plan 
relative to the market capitalization of Boeing, 
a stated goal of the company.

Pension questions and answers
What’s the value of a pension?
You have the benefit of guaranteed retirement 
income that lasts your lifetime. Like Social 
Security, it’s a monthly check to supplement 
401(k) savings. Employees like that the pen-
sion provides a fundamental, stable amount of 
retirement income that is not subject to stock-
market fluctuations.

Who gets a pension?
All SPEEA-represented employees in the 
Prof and Tech unit earn the BCERP 
pension plan. New hires are includ-
ed in this benefit, despite Boeing’s 
efforts in past negotiations to take 
this away. 

How much is the SPEEA-
Boeing pension worth?
The value of a pension builds over time. 
The longer you work (and in the alter-
nate formula – the more money you 
earn during your final five years), the 
more your monthly check will add up. 
The benefit is an incentive to build 
your career at Boeing, rather than go 
to work at another company. 

Do I have to spend my entire 
career at Boeing to receive 
the pension?
You do not have to spend your entire career at 
Boeing to receive the pension. Once vested, your 
accrued benefit is federally guaranteed and can’t 
be negotiated away. The vesting period is less than 
five calendar years. If you leave the company as 
a vested participant, your lifetime benefit will be 
available to you at a normal retirement age.

Why does Boeing want 
to take it away?

Boeing wants to cut costs. 
The company eliminated 
the pension for new hires in 
non-union jobs and strong-
armed smaller unions in 

negotiations. Now, they want 
to eliminate the pension for all 

new employees hired into a SPEEA 
bargaining unit.

Defined Contribution 
The amount contributed to your retirement 
is defined by a formula and deposited into an 
account. Accounts are immediately 100% vest-
ed. Individuals bear the investment risk. While 
protected by the SIPC against fraud, accounts 
are not protected from investment losses.

Defined Pension Benefit 
The actual benefit you receive in retirement 
is defined by a formula. Individuals are 100% 
vested after achieving five vesting years (less 
than five calendar years). The company bears 
the investment risks and retirement benefits are 
guaranteed by the PBGC (see www.pbgc.gov).  
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Compensation and the ‘competition’
By Rich Plunkett
SPEEA Director of 
Strategic Development

If you worked at 
Boeing in the 
1990s, you may 

recall certain execu-
tives citing the impor-
tance of “being in the 
phonebook in 10 
years” in reference to 
needed ‘cost-cutting’ 
exercises associated 
with bungled supply 
chains. The general 
economy was doing 
fine, but Boeing made 
some missteps after 
going to a ‘sole-source 
supplier’ method. 
Cuts were needed to 
save the company.
Today, the roles are 
somewhat reversed – with the national economy 
experiencing the ‘great recession,’ and Boeing is 
making record profits. Boeing is making so much 
profit, the news media is speculating about what 
the company will do with its surge of cash. Yet, 
during negotiations with SPEEA, Boeing con-
tinues to push the ‘cost-cutting’ mantra.
This time Boeing’s justification isn’t about 
remaining in the phonebook, and that’s not 
because most of us no longer use phonebooks. 

Boeing says cuts are needed to remain ‘competi-
tive.’ However, you will not hear details follow-
ing the line “to remain competitive” and for 
good reason.  
Boeing is finally catching Airbus. The Boeing 
backlog represents a bank account of profitabil-
ity that will last well into the next decade. But, 
to access that bank account, Boeing needs its 
skilled and experienced engineering and techni-
cal workforce. The company needs our ability to 
design, deliver and service the products and ser-

vices in demand by customers around the globe. 
Without us, planes are not delivered. Without 
deliveries, the bank account goes dry.
Stockholders are being rewarded with ever-
increasing dividend payouts just for hanging on 
to their existing shares. Corporate officers and 
executives are seeing double digit increases to 
their already lucrative compensation. The Boeing 
pie is growing at an incredible rate because of the 
people, ALL the people, of Boeing.
So, who are we really competing with? 

Prof and Tech NegotiationsProf and Tech Negotiations

30.0%

35.0%

SPEEA Professional Salary Increase  Vs. Corporate Dividend Increase

The 13 year average increase in shareholder 
dividends is more than double the SPEEA 

15.0%

20.0%

25.0%

Prof salary pools for the same me frame

2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012
SPEEA Prof Increase 5.0% 4.0% 4.0% 4.0% 4.0% 4.0% 6.0% 4.0% 4.0% 5.0% 5.0% 5.0% 5.0%

0.0%

5.0%

10.0%

5.0% 4.0% 4.0% 4.0% 4.0% 4.0% 6.0% 4.0% 4.0% 5.0% 5.0% 5.0% 5.0%
2000 - 2012 SPEEA Contract Average Increase 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5%
Annualized Boeing Dividend Increase 0.0% 21.4% 0.0% 0.0% 13.2% 29.9% 20.0% 16.7% 14.3% 5.0% 0.0% 0.0% 4.8%
2000 - 2012 Boeing Average Dividend Increase 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6% 9.6%

A closer look at health care 
By Matthew Kempf CFP® 
SPEEA benefits director

Since the Accountable Care Act (ACA) has 
been upheld by the U.S. Supreme court, 
most employers will be concerned about 

the upcoming implementation of the ‘Cadillac 
Tax’ in 2018.  The Cadillac Tax is a 40% excise 
tax on health-care premiums in excess of a certain 
indexed threshold. 
If health-care cost trends continue as projected, 
Boeing estimates the Traditional Medical Plan 
(TMP) will hit the health care ‘Cadillac tax’ 
sometime in the mid 2020s, about a decade 
from now.
While the SPEEA-negotiated benefits are rich 
and provide a comprehensive set of benefits, 
they are not as costly as Boeing would lead you 
to believe. A significant number of individu-
als covered by TMP do not incur costs above 
the deductible - keeping the average costs per 
employee low.

While Boeing’s medical benefits are adequate 
for the average family, some specific areas have 
significant coverage gaps. That’s why SPEEA 
proposed to fill the gap on autism benefits, 
which come at a high cost, but a relatively low 
occurrence rate.
Autism-spectrum disorders (ASD) is on the rise. 
Recent studies by the U.S. Centers of Disease 
Control (CDC) show a dramatic increase in 
autism during the past decade. Today, among 
8-year-olds, 1 in 88 has some form of autism. 
In Utah, where screening is high, the rate is 1 
in 47. With treatment increasing, Boeing has 
the opportunity to improve the lives of these 
children and their families.
Most ASD treatment falls under “neurodevelop-
mental benefits,” which are limited to $1,500 a 
year. For reference, the retail cost for the intake 
exam at the University of Washington autism 
center costs approximately $1,200. Behavioral 
therapy for autism can cost as much as $60,000 
per year.  

Most states have laws mandating ASD cover-
age. Boeing has opted to self-insure its primary 
medical plans, which means it is not subject to 
any state man-
dates. However, 
many  s e l f -
insured com-
p a n i e s  i n 
Washington 
state, such as 
AOL, Google, 
IBM, Intel, 
Microsoft, 
C i s c o , 
Oracle and 
Symantec, 
voluntarily offer 
autism benefits and cover evi-
dence-based treatments. They 
are also seeking to attract and 
retain a highly skilled engineer-
ing workforce in Washington. 



How the voting process works
When fi nal negotiations are done and contract off ers are lifted for a vote: 
 Negotiation Teams vote on whether to recommend, followed by a vote of 

the bargaining unit councils. 

 Contract off ers are posted online (with changes noted in red), along with 
contract off er highlights

 Ballots are printed and mailed by SPEEA

 Ballots are counted two weeks after mailing at the SPEEA headquarters and 
results are posted online.

Contract expiration
Prof and Tech contracts expire Oct. 6 

About the process: 
 SPEEA’s governing documents call for a simple majority – 50% plus 

at least one vote – to ratify a contract and/or authorize a strike. 

 Only SPEEA members can vote on the contract. Any non-member in a bargaining unit who 
wishes to vote may join SPEEA, and vote prior to the deadline for ballots. 

 Absentee voting is for members on travel, who cannot receive and/or send the ballot back in time. 
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Strike authorization is an important tool 

A vote to grant strike authorization is one 
of the most powerful, yet easily misunder-
stood, votes held by labor unions.

Granting strike authorization does not mean workers 
are going out on strike. It does give the negotiations 
team the power to call a strike. In a SPEEA bar-
gaining unit, strike authority is granted by a simple 
majority of 50% plus at least one vote in favor.
A solid vote to grant strike authorization sends 
the strongest message of solidarity possible – short 
of actually striking – to the company. Strikes are 
often avoided when the strike authorization vote 

passes by a wide margin.
The strike authorization vote is often coupled with 
a vote on a contract offer, which also passes with a 
simple majority. Regardless of how a member votes 
on the contract, voting to grant strike authoriza-
tion is always encouraged as a way to show that 
bargaining unit members stick together.
No union, including SPEEA, wants to go on 
strike. Walking a picket line is always a last resort. 
However, when companies see union members 
grant strike authorization to a negotiation team, 
they realize a strike is possible. 

Hold the line

Some people think, “as 
long as I get what I want 
or need, I don’t care about 
the next man or woman.”  
This way of thinking is 
what predatory companies 
count on when they take 
on a divide-and-conquer 
posture during negotiations.  It won’t be 
long before the new hires outnumber the 
long-time members.   If senior SPEEA 
members sell out on pension for new hires 
now, then the new hires won’t care about 
voting to keep pension for them later.   
Long-time members will have squandered 
a benefit that was difficult to win.  Boeing 
is taking a long view with negotiations and 
SPEEA members need to as well to ensure 
technical jobs in aerospace remain good, 
rewarding careers.  We need to hold the 
line on benefits that were hard to get in 
the first place.

Dennis Davaz
SPEEA Area Rep
BCA Fabrication Core Quality Special 
Investigation Group (Everett/Auburn)

Show support for contract negotiations 

Your participation and support for SPEEA 
lets the company know you stand with 
your team and want the company to nego-

tiate a realistic agreement that reflects Boeing’s 
prosperity and also values SPEEA’s contribution 
to Boeing’s success. 

 Other ways to show support:
o Attend a SPEEA solidarity event

o Display visibility items

o Wear a red SPEEA shirt on Wednesdays

 Other ways to stay informed
o Attend a lunchtime meeting – 

schedule at www.speea.org

o Sign up for home email at 

www.speea.org

o Sign up for text alerts by 

texting ‘speea’ to 30644.

 Contract Action Network
To help keep 23,000 members 
informed and engaged in the 
effort to secure a great contract, 
you can join the Contract Action 
Network (CAN). This group 
works with area and building 
focals to share responsibility for 
communicating with members on 
a regular basis. CAN members are 
among the first to receive infor-
mation and then help spread the 
word to members. To sign up, 
download and print a CAN form 
available at www.speea.org. 

Prof and Tech NegotiationsProf and Tech Negotiations

Bob Steed (right) signs a CAN form to 
support negotiations.



WichitaWichita
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Boeing violates labor law during orientation
SPEEA filed an Unfair Labor Practice (ULP) charge against The Boeing Company on Aug. 21 

after a representative from Boeing Ethics, during the Aug. 17 weekly new-hire orientation, told 
employees they are prohibited from saying “bad things” about their employer. Such discussions 

by union members are protected by the National Labor Relation Act (NLRA). Employers’ efforts to 
curb these discussions violate federal law.
In addition, SPEEA received numerous complaints from employees about managers telling them to 
remove and not display union material at their personal workstation. Employees also report finding 
union-related items removed from individual work areas when they arrive at work each day.

Contact SPEEA
SPEEA asks members to document any such conversations with managers or the removal of items from 
their desks and relay the information to union officials. Email a brief description,  including the location, 
manager’s name, and whether other personal items were present, to speea@speea.org.

Your rights
The National Labor Relations Board 
(NLRB) protects the rights of employ-
ees to engage in ‘protected concerted 
activity,’ when two or more employees 
take action for their mutual aid or pro-
tection regarding terms and conditions 
of employment. An individual may also 
engage in protected concerted activity if 
he or she is acting on the authority of other 
employees, bringing group complaints to 
the employer’s attention, for example. 

Prof and Tech NegotiationsProf and Tech Negotiations

 Training/events
See online calendar for details/RSVP where you plan to attend

Puget SoundPuget Sound
ML King County Labor Council

Labor Day Celebration
Monday, Sept. 3

Seattle (Lower Woodland Park - shelters 1, 2, and 3), 11 a.m. to 3 p.m.

Solidarity Night at the Mariners
Game starts at 6:10 p.m., Saturday, Sept. 8

Solidarity Day at the 
Point Defiance Zoo, Tacoma

(Pierce County Central Labor Council)

Sunday, Sept. 9, between 9 a.m. and 2 p.m.
Admission free for Pierce County residents

SPEEA 101
Monday, Sept. 17

SPEEA Tukwila, 5 to 7 p.m.

Wednesday, Sept. 26
SPEEA Everett, 4:30 to 6:30 p.m.

Pension and retirement seminar
with SPEEA Benefi ts Director Matt Kempf

Wednesday, Sept. 26
SPEEA Tukwila, at 5 p.m.

Boeing Retirement 
Process overview

Monday, Oct. 1
SPEEA Everett, 4:30 to 6:30 p.m.

Tuesday, Oct. 30
SPEEA Tukwila, 4:30 to 6:30 p.m.

SPEEA discount for dinner theatre 
Hosted by the MW Membership Activities Committee (MAC)

Saturday, Sept. 15
Mosley Street Melodrama

RSVP by Sept. 7 to vickim@speea.org

SPEEA tailgate draws crowd
Executive Board Vice President Ron 
Shoemaker is shown (seated) with Debbie 
Logsdon, Midwest Council chair, during 
SPEEA’s tailgate party prior to the Wichita 
Wingnuts baseball game. Shoemaker made 
a special trip to show support on behalf of 
the Northwest for Wichita Engineering Unit 
(WEU) negotiations at Spirit AeroSystems. 
More than 100 joined the tailgate, prior 
to the baseball game, where the Wingnuts 
defeated the Sioux City Explorers. The 
Midwest Membership Activities Committee 
(MAC) hosted the 10th annual event. 

No decision yet in Wichita lawsuit 
A decision is still pending on the Wichita class-
action lawsuit regarding hundreds of SPEEA 
members’ early retiree ‘bridge’ benefits.
The judge is expected to rule in the coming 
weeks whether oral arguments are necessary to 
clarify written arguments. The judge may also 
decide to send the case to trial if material facts of 
the case are in dispute and need to be decided.
The case has faced numerous, lengthy delays fol-

lowing the sale of Boeing’s commercial facility 
in Wichita in 2005.
SPEEA filed the initial suit, which became a 
class-action lawsuit, after Boeing denied the 
contract benefits for those eligible to ‘bridge’ to 
early retirement at age 55 if they were at least 
49 with 10 years of service at the time of the 
sale. Both the pension and early retiree medical 
benefits were withheld. 

Early Retiree ' bridge benefits'Early Retiree ' bridge benefits'

Learning about your union – 
SPEEA 101
More than 30 SPEEA members attended SPEEA 101 at 
the Everett SPEEA hall to learn more about the benefits 
of their union in July. The 90-minute course covers topics 
such as how SPEEA is organized, and an in-depth look at 
contract benefits and salary charts along with an overview 
of career opportunities through the Ed Wells Partnership 
(EWP). Presenters included Frank Guglielmo, SPEEA 
contract administrator, Mark Moshay, SPEEA contract 
administrator, Stan Sorscher, SPEEA labor representative 
and Shannon Moriarty, SPEEA Council Rep, who gave 
an EWP presentation. The next classes are set for Monday, 
Sept. 17, in Tukwila and Wednesday, Sept. 26, in Everett. 
See the online calendar at www.speea.org for more details.
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Labor HistoryLabor History

Hundreds attend the Help Engineer Your Career event. Ed Wells Partnership was one of the sponsors.

Priceless advice to help 
new engineers’ careers
By Dina Weiss
For Ed Wells Partnership

“The future of the company is riding on 
your shoulders.”  Mark  Burgess, chief engi-
neer, Engineering, Operations & Technology 
(EO&T), kicked off the Help Engineer Your 
Career (HEYC) in Seattle last month with a 
lighthearted challenge to more than 300 SPEEA-
represented engineers, most with less than five 
years experience at The Boeing Company.
“It’s important we, as engineering leaders, spend 
the time with you, so you don’t make the same 
mistakes we made. Because you’re going to make 
your own mistakes,” said Burgess.
Mike Delaney, vice president, Engineering, 
Boeing Commercial Airplanes (BCA), followed 
with this advice. “At the end of the day, you will 
all have to be excellent engineers,” he said. “If you 
want to advance in your career, first and fore-
most you need to be great engineers. Secondarily, 
you will also need to understand what makes an 
engineer great.”  
Delaney explained that the people who can help 
early-career employees become great are their 
first- line managers, their leads and other key 
subject matter experts such as members of the 
technical fellowship. 
The event also included a Q&A session with a 
panel of high-achieving, early-mid-career engi-
neers as well as a panel of Technical Fellows and 
senior managers; tours of multiple Research & 
Development labs; presentations by the Concept 
Center and Technical Fellowship; and multiple 
opportunities to network with other early career 

engineers.
Mike Sinnett, vice president and 787 chief 
project engineer and Stacie Sire, chief engineer, 
777/767 Airframe Engineering, made closing 
presentations.
Participants said they came away from the event 
having a better idea of their career options.
“I now have a clearer understanding of the pos-
sibilities available in my career as well as the chal-
lenges and rewards that come with it,” said Chris 
Ebert, 787 Propulsion Structures engineer.
“The amazing keynote speakers showed me what 
an adventure working at Boeing can be,” said 
Jeremy Wade, 767/777 manufacturing engineer. 
“I’m excited to be along for the ride.”
The event was sponsored by BCA-ONE, EO&T-
ONE and the Ed Wells Partnership. Portions 
of the event may be viewed On Demand on 
Boeing’s internal website.

About Ed Wells 
Partnership
Ed Wells Partnership (EWP) is a joint initia-
tive negotiated by SPEEA-IFPTE Local 2001 
to develop and enhance careers through techni-
cal and professional training, conferences, book 
clubs and mentoring. This is one of the contract 
benefits for Profs, Techs and the Wichita 
Engineering Unit (WEU). 

Workers’ right 
to vote hard 
fought and won
By Ross K. Rieder, president
Pacific Northwest Labor History Association

Two hundred twenty years ago, most resi-
dents in the U.S. of A. could not vote! 
Take Delaware, for instance. Blacks, even 

when free, could not vote. The political rights 
of Catholics were greatly restricted. Women had 
few rights. Jews could not hold public office. 
Only those who owned 50 acres of land or an 
“equivalent amount” in cash and other holdings 
were permitted to vote.
Delaware was typical. Everywhere, embittered 
seamen, mechanics, and artisans formed political 
clubs such as the “Philadelphia Heart and Hand 
Fire Company” to agitate for political equality. 
The fight for suffrage became part of the fight 
for independence. 
After the successful revolution, most people 
could still not vote. In the 1790 New York City 
election, 1,207 (less than 5 %) out of 30,000 met 
the property qualifications for voting.
Workers formed “Workingmen’s Parties,” ran 
their own candidates and gained enough influ-
ence to win the right to vote — for white males 
— in the 1830s.
It was a victory won by the labor movement. It 
took almost another century for women to gain 
suffrage. African-Americans and many minority 
groups had to fight even longer to make their 
Constitutional right of suffrage a reality. See the 
15th Amendment of 1870 and the Voting Rights 
Act of 1964.
What is the lesson from history? Labor played 
a vital role in securing near universal suffrage. 
Expansion of suffrage has been a key role of U.S. 
trade unions. 
As a result and in the writer’s humble and 
unbiased opinion, American workers should 
consider it their obligation to vote — even if 
they do as this writer has had to do on occa-
sion – write in NOTA which stands for ‘None 
of The Above.’ That’s because “they” are going 
to hear from me whether they like it or not. It’s 
my, and your, right!

Address update
SPEEA wants to keep you informed. If you’ve 
moved or are planning to, update your informa-
tion in Total Access at The Boeing Company 
or Spirit AeroSystems Benefits Center. Help 
us minimize the number of mailings that are 
returned due to incorrect or incomplete infor-
mation.
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AMPA survey 
coming to 
members
The negotiation team for the Airplane 

Manufacturing Pilots Association 
(AMPA/SPEEA) is now meeting 

regularly to prepare for interim negotiations 
with The Boeing Company.

In the coming weeks the more than 100 
members in the AMPA/SPEEA unit will 
receive a negotiation survey from the team. 
The survey will help determine key issues 
for the upcoming talks. Members are asked 
to complete the survey, provide feedback 
and comments to the team. After analyzing 
results, the six-member negotiation team will 
work to set a schedule for  talks with Boeing.

These interim negotiations will resolve spe-
cial provisions in the contract related to  
the newly organized Safety, Technical and 
Standard Pilots and Simulator Instructors 
joining SPEEA-IFPTE Local 2001.  

In July, members in the AMPA/SPEEA unit 
elected six members to serve on the interim 
negotiation team.  They are: 

• Mike Coker and Bill Reed represent-
ing the safety, technical and standards 
pilots; 

• Charlie Clayton and Willie Duncan, 
representing simulator instructors.

• Lisa Clark and Jeff Chapman, repre-
senting legacy AMPA.

Full negotiations will take place later to 
replace the existing contract that expires 
Feb. 9, 2013.

SPEEA Solidarity    SPEEA Solidarity    
Night at theNight at the  

              MarinersMariners
Saturday, Sept. 8Saturday, Sept. 8

Game starts 

at 6:10 p.m.

Remember to 
wear red SPEEA 

Solidarity T-shirts
Details at www.speea.org


