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Why members 
should reject offers

• Eliminates pension for future hires - 
Boeing’s offer to replace this for future 
hires with a 401(k) worth 40% less. 

• Basic benefit takeaways – a 50% 
reduction in the historic growth rate 
during the past 12 years.

• Alternate benefit risk – Changes to the 
Social Security maximum taxable wage 
rate could freeze pension growth for 
years and reduce future benefits 17%.

• Two-tier - When the number of members 
without a pension becomes larger than 
the group of members with a pension, 
other companies in these situations have 
frozen employee pensions (no additional 
growth to compensate for inflation). 

• Early Retiree Medical – If the age of 
Medicare eligibility increases, retirees 
at age 65 will be left without coverage. 
That could cost a married couple well 
over $30,000 per year for other insurance 
based on Boeing’s cost estimates. 

Vote
Ballots 
coming soon
 Vice president 

election – p2

 Prof and Tech 
contracts – p4-5

Prof and TechProf and Tech

Shown above: Members at a ‘Day of Action’ 
at South Park in Seattle Jan. 9.

Shown below: Members at a 
‘Day of Action’ in Kent, Jan. 16. 
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SPEEA-Spirit AeroSystemsSPEEA-Spirit AeroSystems

  Members to elect 
regional vice presidents

Members will soon elect four regional 
SPEEA vice presidents to serve on the 
Executive Board. Ballots will be mailed 

by Feb. 27 and are due back at SPEEA halls by 
noon, Wednesday, March 13.

Members vote for the candidate(s) representing 
their region. The seven-member board has three 
Northwest vice presidents and one Midwest vice 
president.

To see the candidates running for office, go to 
www.speea.org. To learn more about the can-
didates, look for the voter guide along with the 
ballot coming soon to each member’s home.

Campaigning – federal law applies
Candidates can campaign, but federal law 
requires certain steps be followed:

 Resources – Federal law prohibits using 
union or company resources in election 
campaigns. Th is includes copy machines 
and email. 

 Bulletin boards – Campaign literature 
should not be posted on union or 
company bulletin boards. 

 Mailings – Candidates can conduct mail-
ings at their own expense, but addresses 
are never provided directly to a candidate.

Knowing your ‘numbers’ saves 
money on health premiums

WICHITA – Spirit engineer Joe Heng 
likes to save money and likes to know 
how much. That’s why he created a 

spread sheet to calculate the savings if Spirit 
AeroSystems meets its goal with the medical 
premium incentive plan.

“I stand to save as much as $500 a year,” said 
Heng, after crunching his numbers based on 
his choice of the Core family plan. Now he 
wants to make sure others do more than a 
spreadsheet. 

All employees who participate in the screening 
and assessment will receive at least the minimum 
discount of 1.5% in this new health care pre-
mium incentive. 

To receive more than the minimum, more than 
50% of the SPEEA-represented employees must 
complete both the Health Risk Assessment 
online and fill out a screening form – either 
onsite with Biometrics or with their doctor (dur-
ing a physical, for example).

The deadline is Thursday, Feb. 28. 

For Heng, who was part of the Wichita 
Engineering Unit (WEU) Negotiation Team, 
the minimum his family could save is $235 if 
up to 49% of SPEEA-represented engineers at 
Spirit participate, according to his spreadsheet. 

If more than 90% participate in both, his fam-
ily could save $510 (a 3.25% savings that will 
increase each year through 2017). That’s money 
he’d like to spend elsewhere or save. 

“Health care costs are going up,” Heng noted. 
“When you can save money without too much 
effort, then what’s stopping anyone?”

The same benefit applies to everyone repre-
sented by SPEEA in the Wichita Technical and 
Professional Unit (WTPU). The percentages are 
drawn from the bargaining unit (not company-
wide).

Both the SPEEA WEU and WTPU combined 
stand to save as much as $1.1 million dollars in 
premium reductions this year if 90% or more of 
each of the respective bargaining units complete 
the screening and assessment. 

The wellness score from the HRA and the results 
of your biometric screening are both kept con-
fidential. Spirit only receives total combined 
data, which will be used to introduce relevant 
programs to the entire workforce.

The savings only apply to those who complete 
both the health risk assessment and health 
screening.

Take action by Feb. 28 
• Health Risk Assessment - For SPEEA-

represented engineers and techs, log onto 
https://client.myoptumhealth.com/
healthyspirit. Click on “register” and 
enter all required information, including 
employee ID (without the “S” or any 
leading zeros).

• Health screening - Participate in the 
onsite Biometric Screenings or ask your 
physician to complete the screening form 
(available at the Spirit portal) during a 
routine physical. Completed forms must 
be mailed no later than Feb. 28.
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By Tom McCarty, SPEEA President

President’s Corner
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Prediction is very difficult, 
especially about the future

That remark is variously attributed to Niels 
Bohr or Yogi Berra, and I share their frus-
tration.  After spending considerable time 

negotiating with The Boeing Company, we are 
back to our starting point – almost. As I write 
this, I don’t know the outcome of the contract 
vote,  and I am afraid to make a prediction. The 
almost part is the kicker – which is the position 
Boeing has taken to eliminate the defined benefit 
pension plan for SPEEA-represented employees 
hired after March 1, 2013.
Maybe some will think we have beaten this to 
death, and it’s time to move on. If the majority of 
members vote to accept the company’s proposals, 
then truly it is over – for now. But I think it is 
wrong to think we have settled the question, no 
matter the outcome. It should be clear to everyone 
that management’s view of a competitive compen-
sation package is not the same as the one most of 
us now have. I am by nature a pragmatist and that 
probably is the result of my engineering educa-
tion as well as my experience. If these offers are 
rejected, then we have to go back and try again.

Biggest issue
The biggest issue is the pension. To be clear, I 
am referring to the defined benefit plan which 
23,000 Boeing employees represented by SPEEA 
currently have. The company admits that the 
401(k) retirement plan they are offering does not 
have the same value as our current plan. They 
argue these plans are not highly valued by younger 
employees, which they say justifies re-prioritizing 
the compensation package. They have also made 
it clear that the pension funding is over “market” 
and the company does not plan to provide equiva-
lent funding for the enhanced 401(k) plan which 
replaces it. If the reduction in the pension funding 
was offset by a corresponding increase in salary 
or reduced employee contribution to the medical 
plans, that argument may have some merit.
One thing is clear: Boeing no longer wants to fund 
a defined benefit pension plan. The question is: 
Can we force them to continue the plan?  Maybe 
we can this contract cycle, but how about the next 
contract? I am certain this will be a fight every 

contract cycle from now on, and I also think it will 
be worth it. If we give up on an equivalent offer 
this time, it will be easier for management to take 
back a little more next time. The company was not 
willing to negotiate an equivalent retirement plan 
to replace the defined benefit plan, and until they 
are ready, we should keep what we have.
My advice is to get everything up front and on 
the table. I am no longer interested in relying on 
corporate promises to guarantee the security of my 
retirement. I have heard many members express 
their distrust of the intentions of corporate man-
agement. I don’t share that distrust.  I trust that 
they are going to act in what they understand to 
be the best interest of the “corporation.”
That view is shortsighted, in my opinion, because 
it fails to recognize the need to develop and main-
tain a talented and committed workforce. Our 
business model is to sell highly engineered prod-
ucts, whose life span is measured in decades, to cus-
tomers who expect world-class support. We can’t 
rely on suppliers or contractors to fill that need.

Will of the members
Our union is going to respond to the will of the 
members. Since the question before us has such 
far-reaching consequences, the Bargaining Unit 
Councils provided members extra time to review 
and evaluate the offers. Although some might 
feel they will not be negatively impacted by the 
removal of the defined benefit pension plan, the 
future of the current plan may be in jeopardy. 
During the review period, our negotiation teams 
planned to host as many meetings as possible to 
discuss the contract proposal and answer mem-
bers’ questions. New resource material is being 
added to www.speea.org, and you are encour-
aged to review the information.
We have come a long way since the first offer, 
and I want to remind everyone that some of our 
members considered that quite satisfactory. Since 
that first offer, the company has increased the 
salary pools twice and removed all the increased 
costs to the medical plan.
I have heard comments from other members that 

we should have asked for more and why did the 
team agree to that offer? I would like to be very 
clear here: The team has not agreed to anything. 
I really believe our job is to get the best offer 
we possibly can in front of members. It is the 
members’ job to decide if that is enough. If it is 
not enough, then the members need to tell us 
what they are willing to do about it.
Some members have asked if we have demanded 
too much – which could further Boeing’s desire 
to move work to ‘lower-cost’ sites. The Boeing 
negotiators made those exact remarks during 
negotiations. They were asked directly if the 
union made concessions, would management 
be willing to discuss keeping our jobs in their 
current locations. Management was not willing 
to discuss that, so my interpretation is no mat-
ter what contract we ratify, Boeing will always 
be looking for a place to do our work cheaper. 
Our job is to make sure that they get the work 
done better, faster and cheaper when we do it.
Take the time to consider the data provided 
and the team’s recommendations to reject these 
offers. However, I want to assure every member 
that no matter what decision you make, I will 
respect your choice. Remember that our solidar-
ity is our strength. That is something we can-
not afford to bargain away. The fight will not 
stop here. We have no chance of finally settling 
anything. The battle to provide fair treatment 
working men and women never stops.
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Members to voteMembers to vote

SPEEA teams recommend 
rejection on Boeing offers
Members of the Professional and 

Technical bargaining units will soon 
vote on the second contract offer 

from the Boeing Company that the SPEEA 
Negotiation Teams unanimously recommend 
members reject.

While recognizing considerable improvement 
was made since negotiations resumed Jan. 9, the 
teams emphasized the significant takeaways and 
long-term impact of the offers on current and 
future members. 

At the Professional and Technical Bargaining 
Unit (BUC) Council meeting Jan. 22, nego-
tiation team members explained how company 
negotiators refused to include safeguards to 
protect members’ benefits from changes to the 
Social Security earnings cap and the proposal to 
raise the Medicare eligibility age to 70 as cham-
pioned by Boeing CEO Jim McNerney.

Council Representatives planned to meet with 
members in the workplace before voting Jan. 31 
at the BUC meetings on their recommendations 
on the contracts and the issue of including strike 
authorization on the contract voting ballot. 

Voting packages to all Prof and Tech members 
will be mailed to their homes the week of Feb. 
4. For those on travel, absentee ballots will be 
available.  

How we got here
On Jan. 16, the SPEEA Professional and 
Technical Negotiation Teams proposed incor-
porating areas of agreement from ongoing nego-
tiations and extending the amended contracts for 
another four years.

The status quo proposal would have continued 
to offset company medical costs through annual 

deductible increases based on salary growth. To 
put to rest the pension issue, SPEEA proposed 
to accept the same pension proposal that Boeing 
negotiated with the International Association of 
Machinists (IAM) District 751, including con-
tinuing the pension for new hires. The contract 
extension offer was made with the understanding 
Boeing would recognize same-sex survivor pen-
sion benefits pursuant to Washington state law. 

In addition, SPEEA requested that Boeing con-

tinue to meet under the auspices of the Federal 
Mediation and Conciliation Services (FMCS) 
to tackle the difficult issues that have proven so 
divisive in these negotiations.

On Jan. 17, Boeing rejected SPEEA’s offer and 
instead gave its ‘last best and final’ offers that 
extended benefits and wage pools but also put 
retirement benefits for current members at risk. 
In addition, Boeing’s corporate negotiator said 
the company will end the pension for future 
employees.

Not only are the Boeing offers unacceptable, 
but during the past several months the company 
engaged in numerous actions that violate the 
National Labor Relations Act. Boeing has regu-
larly tried to prevent members from discussing 
their working conditions with others and with 
SPEEA, it has engaged in unlawful surveillance 
of protected activity, it has confiscated pictures 
of members engaged in protected activity and it 
refused to provide information relevant to the 
negotiations. 

Why Prof & Tech teams 
recommend rejection:

• Eliminates pension for future hires - 
Boeing’s offer to replace this for future 
hires with a 401(k) worth 40% less. 

• Basic benefit takeaways – a 50% 
reduction in the historic growth rate 
during the past 12 years.

• Alternate benefit risk – Changes to the 
Social Security maximum taxable wage 
rate could freeze pension growth for 
years and reduce future benefits 17%.

• Two-tier - When the number of members 
without a pension becomes larger than 
the group of members with a pension, 
other companies in these situations have 
frozen employee pensions (no additional 
growth to compensate for inflation). 

• Early Retiree Medical – If the age of 
Medicare eligibility increases, retirees 
at age 65 will be left without coverage. 
That could cost a married couple well 
over $30,000 per year for other insurance 
based on Boeing’s cost estimates. 

 A standing-room only crowd attended picket captain training and site planning Jan. 14 at SPEEA headquarters in Tukwila. Hundreds participated in planning and training in Tukwila, 
Everett and Portland. 

Members are shown here in a ‘Day of Action’ at Duwamish 
(Seattle) Jan. 16. Thousands of members participated in 
recent events on red-shirt Wednesdays to show support for 
negotiations. 
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Prof and Tech 
Negotiations online
See the latest news at www.speea.org.

Look for:

• Complete contract redlines of Boeing's
Prof and Tech offers

• Negotiation Team members' video 
messages on key issues

• Related articles

Members' questions about possible strike 
What does it take to call a strike?
The Bargaining Unit Councils (BUC) – Council 
Reps in the Prof and Tech units – vote whether 
to put strike authorization on the ballot. If the 
BUCs approve seeking authorization, a simple 
majority (50% + 1 vote) of members in each 
unit gives that unit’s negotiation team authority 
to call a strike.

Does approving strike authoriza-
tion mean we go on strike?
Not necessarily. If a majority of members vote 
to grant strike authorization, then the negotia-
tion teams have the “authority” to call a strike. 
It does not mean a strike is imminent. A strong 
strike authorization vote may provide the teams 
enough leverage to compel negotiation of an 
acceptable agreement without having to actu-
ally call a strike.

What about picket duty 
during the strike?
Participation in picket duty is an important part 
of a successful strike. During a strike, each mem-
ber is requested to provide at least 16 hours of 
picket duty, for example – four shifts of four 
hours each. More information will follow about 
the specifics.

How does a strike end?
A strike ends when the negotiating teams nego-
tiate an agreement with the company and that 
agreement is approved by a vote of the mem-
bers.  This contains a strike settlement agree-
ment  that identifies how to settle issues such 
as members’ medical and dental coverage, life 
insurance coverage, pension benefit accruals and 
other items.

Can I work for another company 
while I am on strike?
Striking union members often take temporary 
jobs to help meet expenses during strikes. 

What happens if I’m on travel for 
Boeing (domestic or overseas) 
when a strike is called?
If you are on a travel assignment, whether a 
domestic location or overseas, you can stop 
working just like you are at your regular work-
place. During the last strike, employees were 
provided the opportunity to return home at the 
company’s expense. Contact carrieb@speea.org 
if you are on a travel assignment for additional 
information.

How can I stay informed?
Stay informed by signing up for SPEEA home 
email on the website – www.speea.org. Talk 
to your Council and Area Reps. Sign up for 

text messages (text “SPEEA” to 40644), “like” 
SPEEA on Facebook and visit the website regu-
larly for updates at www.speea.org.

 Boeing medical benefits

Will I lose dental/medical 
coverage if I strike?
If Boeing cancels your coverage during the strike, 
“active” employee coverage should end on the last 
day of the month in which you go on strike. As 
a COBRA “qualifying event,” striking workers 
and dependents may continue medical coverage 
through COBRA for up to 18 months by pay-
ing the required premiums. If you obtain new 
dependents while on COBRA, you will have the 
same opportunity to add them just as you did 
when you were an active employee.
After a COBRA-qualifying event, the com-
pany notifies you of your COBRA rights by 
mail. You should carefully read any informa-
tion you receive about COBRA. Each individual 
has 60 days from the qualifying event to elect 
COBRA medical and/or dental.  If elected, then 
COBRA continuation coverage and premiums 
are retroactive to the date of lost coverage. The 
COBRA medical rate is approximately $500 a 
month per individual ($500 for you, $500 for 
each dependent). The COBRA dental rate is 
approximately $50 a month for each individ-
ual. The precise COBRA rates vary based on 
the plan you have chosen and may be obtained 
by calling Total Access. Because of the 60-day 
opportunity to elect, most individuals will delay 
enrolling in COBRA until they have incurred 
more in the plan’s reimbursable costs than 
the respective retroactive COBRA premiums.
For more information, you may examine your 
federal rights to COBRA at the Department of 
Labor (DOL) website: http://www.dol.gov/
ebsa/faqs/faq-consumer-cobra.html.

Part of the strike settlement agreement negoti-
ated to end the strike of 2000 provided that all 
health care benefits would apply retroactively as 
if the strike never occurred. 

 Financial questions 

Can SPEEA offer any support if I am 
facing a financial crisis?
The SPEEA Cares Fund was established dur-
ing the strike of 2000 to help members facing 
immediate financial needs. Members informed 
SPEEA of the need and if the need met certain 
requirements, a check was issued to help the 
member continue participating in the strike. 
SPEEA Cares still exists and remains a source 
of emergency funding for members. The SPEEA 
offices have additional information

Can I use accrued paid leave to get 
a paycheck after a strike starts?
A striking employee is not able to use accrued 
leave during a strike.

What can I do now to financially 
prepare for the possibility of a 
strike?
If you have loans such as a mortgage, student 
loan, car loan or other loan debt,  contact the 
lending institution and let them know that you 
may be involved in a strike (duration unknown). 
Ask them what options are available to delay pay-
ment. Some lenders will allow striking employees 
to make interest-only payments. Other lenders 
sometimes allow you to ‘skip’ a payment and 
then add a payment onto the end of the loan. 
If you expect an income tax refund, file your 
income tax as soon as possible. 

Can I take a loan from my VIP 
account to help cover expenses 
during the strike?  
Subject to the loan provisions of the Voluntary 
Investment Plan (VIP), you may take a loan 
from your 401(k). Loans are available to active 
employees of the Boeing Controlled Group and 
employees on a company-approved leave of 
absence only, so if you need a 401(k) loan, you 
should take a loan out before the strike occurs. 
You may borrow from $1,000 up to the lesser of 
50% of your account balance (minus any current 
outstanding loan balances), or $50,000 minus 
your highest outstanding loan balance(s), includ-
ing defaulted loans.

You may have no more than two loans outstand-
ing across all savings plans maintained by the 
Boeing Controlled Group at any time. Before the 
strike, you can examine your eligibility to take 
a loan from your 401(k) online through Total 
Access. Alternatively, you can call Total Access 
at 1-866-473-2016.

See more questions members are asking at www.
speea.org. 

Prof and Tech ContractsProf and Tech Contracts
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‘Market discipline’ no substitute 
for problem-solving culture
By Stan Sorscher
SPEEA Labor Representative

My career is invested in the aerospace 
industry, so it was very sobering 
to me when the Federal Aviation 

Administration (FAA) ordered the grounding 
of the 787 airplanes. 
Friends ask me to explain the situation – what 
lessons can we draw from the 787? Invariably, we 
start with a closer look at outsourcing.
True, the 787 is heavily outsourced. However, 
Boeing’s previous airplane, the 777, was also 
heavily outsourced
The lesson I learn starts with the special effort 
Boeing made on the 777 program to integrate all 
the key stakeholders into design and manufac-
turing teams, so we could react promptly when 
problems came up. In business school, that’s 
known as a coordination cost.
Years ago, a thoughtful and patient financial ana-
lyst explained to me the 777 program went way 
over budget, because we had too many coordina-
tion costs. Do we really need 40 people at status 
meetings? Does Boeing really need 120 propulsion 
engineers on a program, when GE and Pratt & 
Whitney already have 175 propulsion engineers?

Market vs. integration
He explained to me markets can perform all that 
coordination more efficiently. “Market disci-
pline” would replace all those integrated design 
and manufacturing teams. 
At the time, I wasn’t sure what he meant. Now, 
almost nine years into the 787 program, I think 
I see it. Alenia and Global Aeronautica - two 
key suppliers on the 787 program - gave Boeing 
some market discipline when they said ‘this isn’t 
working for us,’ sold their facilities to Boeing, 
and got off the program.
Air India sued Boeing for $800 million dollars 
when deliveries fell three years behind sched-
ule, giving Boeing some more market discipline. 
Boeing and a Japanese battery company are expe-
riencing plenty of market discipline after the 
widely publicized battery issues on 787s. 
Of course the entire supply chain and airline 
customers are sharing extra helpings of discipline 
too, with delays, rework, lost market opportuni-
ties, and production headaches.
Some analysts estimate development costs for the 
787 are at least $10 billion over the original plan. 

Problem-solving culture
The 777 program leaders built in, from the begin-
ning, the engineering problem-solving culture we 
used successfully on decades of previous programs. 
Technical leaders could capitalize on trust built 
through teamwork to allocate and shift resources 

as needed to move forward. This is best done 
upstream in the course of a program – assum-
ing you have the decision-making authority, which 
was intrinsic to the 777 business model. 
It’s much harder to solve problems downstream, 
and harder still, if, like on the 787, you have weak 
decision-making authority and poor understand-
ing of what other stakeholders are doing.
The 777 was built on schedule and delivered on 
time; it qualified for long-range operations over water 
at entry into service; it had great dispatch reliability 
from the beginning; it is currently making custom-
ers happy; and is making money for shareholders. 
In contrast, the culture on the 787 program was 
structured, from the beginning, to skip all those 
coordination costs. The 787 business model relies 
much more on suppliers for design and manu-
facturing. Coordination and problem-solving are 
relatively weak. Program leaders seem paralyzed 
when problems come up, because authority for 
fixing problems is diffused into the supply chain.

Commodity vs. performance
In business school terms, it can be expressed this 
way. Are airplanes more commodity-like or are 
they performance-driven products? 
I can think of my cell phone as commodity-like 
and replace it with another brand. I can switch 
airlines to get from Dallas to Chicago, which 
makes air travel more like a commodity.
However, when airline customers pay hundreds 
of millions of dollars for airplanes that stay in 
service for decades, they expect a reliable, heavily 
engineered, performance-driven product.
Commodities do well in the global supplier 
business model, regulated by market discipline. 
To the extent airplanes are more performance-
driven, it makes sense to pay higher up-front 
coordination costs. 
In 2000-2002, financial analysts and some 
Boeing executives assured me airplanes were 
commodity-like. By the way, so did my cousin 
Sidney, a business school professor, who I greatly 
respected. He was arguably the smartest guy to 
come out of my home town, Flint, Mich. 
Their thinking, I presume, is that airplane manu-
facturing was a ‘mature industry,’ so cost-cutting 
and outsourcing were appropriate. 
At the time, I said “Well, I certainly doubt that 
airplanes are commodities. But I’m a physicist. 
Let’s do the experiment.” 
OK, we’ve done the experiment. 
I don’t see how you can argue the 787 business 
model fueled by ‘market discipline’ is any more 
“efficient” than the strong integrated teams we 
had in earlier programs. 
Now let’s see if anyone else has learned a lesson.

Save the date 
for robotics 
competition

If you want a glimpse into the future of engi-
neering, check out one of the regional robot-
ics competitions. High school students form 

teams to build robots for competition which are 
open to the public. SPEEA is a sponsor of the 
following competitions: 

• Portland – March 8-9 
• Seattle – March 29-30 
• Spokane – April 3-6 
• Wichita – September/October

The SPEEA Northwest Council also sponsors 
several robotics teams as part of its Science, 
Technology, Engineering and Math (STEM) 
grants. All the sponsored teams include a SPEEA 
member as a mentor, coach or parent. 

‘Define’ clear 
goals and 
expectations

To make the most of the ‘Define’ portion of 
performance management (PM), ask your 
manager questions to find out what’s expect-

ed for your assignments and your particular level.
“Although this might take more time, you can 
remind the manager that you’re trying to help 
both of you succeed,” said Steve Spyridis, a SPEEA 
contract administrator who teaches classes on crit-
ical points in The Boeing Company’s PM process.
As a lead engineer at Boeing for many years, 
Spyridis experienced the PM process firsthand 
and discovered important points to consider. 
Those points can significantly impact the ‘close-
out’ at the end of the year, which ultimately 
affects raises and retention ratings.
“It all starts with the Define,” he said. “To 
improve your ‘closeout,’ identify what’s impor-
tant. It sets the stage for what’s expected of you.”

Performance Management Define tips

The PM Define has two main areas:
• Business goals and objectives (BG&O) – 

Get ‘SMART.’ That acronym is a reminder 
for making goals Specific, Measurable, 
Achievable, Relevant and Time-phased.

• Performance values – Get specific. Make 
sure you understand what each value 
means to your manager and what they 
expect of you for your particular level.

Also important to the PM process are the compe-
tencies for your skill level. Look these up on the 
Boeing intranet under Salary Job Classification 
(SJC), and then ask your manager for clarity.
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Labor HistoryLabor History

Abe Lincoln, 
Republican 
By Ross K. Rieder, president
Pacific NW Labor History Association

A braham Lincoln, a Republican, had 
interesting words and thoughts about 
labor. It seems to me that most of his 

thoughts on labor tend to fall to the portside 
of political discourse — at least way to the 
left of our contemporary Republican party. 

Given that these words are more than 15 
decades old, you must forgive the narrow gen-
der view. These quotes attributed to Lincoln 
are taken from “Great Labor Quotations” by 
Peter Bollen, Red Eye Press, c 2000.

“If a man tells you he loves America, yet hates 
labor, he is a liar!”

“There is no America without labor, and to 
fleece the one is to rob the other.”

Makes me think of our serf-like service indus-
tries.

“I know the trials and woes of working men 
and I have always felt for them. I know that in 
almost every case of strikes, the men have a just 
cause for complaint.” (To a delegation from the 
blacksmiths’ union, 1863)

“Thank God we have a system of labor where 
there can be a strike. Whatever the pressure, 
there is a point where the working man may 
stop.”(From a Hartford, Conn., speech March 
6, 1860.)

“Labor is prior to, and independent of, capi-
tal. Capital is only the fruit of labor and could 
never have existed if labor had not first existed. 
Labor is the superior of capital and deserves 
much the higher consideration.” (To Congress, 
Dec. 3, 1861)

Personally, I can’t image these words coming 
from a Democrat, much less a Republican.

 And finally, this message, though its language 
is a little archaic:

No men living are more worthy to be trusted 
than those who toil up from poverty, none less 
inclined to take or touch ought which they have 
not honestly earned. Let them beware of sur-
rendering a political power which they already 
possess, and which, if surrendered, will surely be 
used to close the door of advancement against 
such as they, and to fix new disabilities and 
burdens upon them, till all liberty shall be lost. 
(To Congress, Dec. 3, 1861)

Lincoln was someone for whom I, for one, 
could cast my vote.

What has Ed Wells done for you lately?
By Maria Nelson, SPEEA co-director
Ed Wells Partnership

The Ed Wells Partnership (EWP) is a joint initiative between SPEEA and The Boeing Company 
that is negotiated in the SPEEA-Boeing contracts. During the past four-year Prof and Tech 
contracts, we had the privilege of serving more than 70% of the SPEEA-represented popula-

tion. Many of them used our services more than once.

Ed Wells Partnership – by the numbers
 Classes - We off ered more than 1,500 classes with more than 46,000 total students 

participating from 2009 to 2012. 

 Broadcasts - Nearly every Th ursday, we broadcast a class on the Boeing Education 
Network (BEN).  During the past Prof and Tech contracts, EWP presented 175 technical 
and professional learning topics reaching about 44,000 Boeing employees. Th ese BENs are 
also available “on demand” through the EWP intranet website.

 Book clubs – Th e number of book clubs doubled during the past four years, from 22 a 
year in 2009 to 47 in 2012. More than 4,000 books club students participated.

 Career coaching - Ed Wells off ers the only career coaching available to non-managers. A 
total of 485 SPEEA-represented employees benefi ted from this valuable resource during the 
2009 to 2012 contract period.  Many obtained new jobs or promotions as a result.

Th is is what your co-workers are saying about their Ed Wells experience:

 “You guys are awesome! After years of reserving all of my time to supporting the 
787, I fi nally felt like I had some time to advance my education. Your classes on Lab-
View and Mastering the Art of Technical Writing were exactly what I was looking for.”

 “EWP is a great service, only wish it was more extensive! 

 “Ed Wells is a fi rst-class program. I am never disappointed from the instruction I receive.”

 “All of my experience with EWP has been excellent. EWP is a great service that provides 
signifi cant, focused, and otherwise unobtainable activities and training.”

Make a pledge to yourself to take advantage of this great resource during the next contract.

Ed Wells Partnership - 2009 through 2012:

Classes
Students in 

classes
BENs BEN viewers

Total 
Events

Total Students

1,534 46,369 175 44,126 1,709 90,495

Wichita NewsWichita News

Spirit contract signing

It’s official – following the ratification of the 
SPEEA Wichita Engineering Unit contract 
at Spirit AeroSystems, both sides met for a 

formal signing ceremony Jan. 7. The contract is 
in the process of being printed and when done, 
will be mailed to members’ homes.  The con-
tract is also available online at www.speea.org 
(see the drop-down menu for Bargaining Units/
Contracts).

Boeing Wichita

A crowd of SPEEA-Boeing engineers packed 
the SPEEA Wichita office for a retire-
ment benefit seminar Jan. 7 with SPEEA 

Benefits Director Matt Kempf.  Kempf started 
holding these sessions quarterly after Boeing 
announced plans to close its Wichita site last 
year. Kempf plans to offer another seminar 
in April specifically geared toward the Boeing 
Wichita Engineering Unit. See the online cal-
endar at www.speea.org for details. 



WichitaWichita

Success storySuccess story

Engineer Week – Feb. 17-23Engineer Week – Feb. 17-23

Periodicals Postage Paid at 
Seattle, Washington

Society of Professional Engineering Employees in Aerospace, IFPTE Local 2001, AFL-CIO, CLC
15205 52nd Ave S • Seattle, WA 98188, February 2013

MOVING? Please correct your address

_______________________________________________
New Address

_______________________________________________
City State Zip Code

POSTMASTER: Send address changes to:
THE SPEEA SPOTLITE • 15205 52nd Ave S • Seattle, WA 98188

Local 2001, AFL-CIO, CLC
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 Training/events
See online calendar for details/RSVP where you plan to attend

Puget SoundPuget Sound

Dues adjusted 
for 2013

The annual recalculation of SPEEA dues 
was performed in January, setting the 
monthly SPEEA dues rate for 2013 at 

$39.75. The adjusted rate begins Feb. 14.
The calculation is based on a percentage of the 
average hourly rate of all the SPEEA bargaining 
units combined. Per the SPEEA constitution, the 
dues are set at 85% of the average hourly rate. 

SPEEA wins on ‘making whole’ 
arbitration for laid-off pilots
Richard Brown, an instructor pilot at The 
Boeing Company, not only received back pay 
for the time he was improperly laid off, SPEEA 
won a victory to get him and others the interest 
on their lost wages to make them ‘whole.’
“It was precedent setting,” said Brown about 
SPEEA’s arbitration victory. “SPEEA was very 
professional – I’ve been really impressed.”
Brown, who flies and trains customer pilots on 
the 777, 787 and 737, was one of five pilots 
laid off in 2009, because Boeing gave their 
work to non-represented employees, a violation 
of the Airline Manufacturing Pilots Association 
(AMPA) contract with Boeing.
AMPA successfully fought Boeing to bring the 
pilots back and restore their back pay (in some 
cases, it was more than a year’s salary). Soon after, 
AMPA members voted to join SPEEA.
That’s when SPEEA pursued arbitration to col-
lect the interest on the back pay settlement, 

which included the company’s 401(k) match, 
on lost wages. Boeing paid the interest, ranging 
from about $2,500 to $5,000.
“As much as possible, we want to make sure the 
laid-off employees are made ‘whole,’ as if layoff 
never occurred,” said SPEEA Benefits Director 
Matt Kempf. “According to the initial arbitra-
tor – it never should have.”
Boeing laid off Brown in July 2009, and he came 
back to work in Septemeber 2011, months after 
Boeing recalled the other pilots. Brown waited 
because he had already taken another job as an 
airline pilot and wanted to wait for outcome of 
the initial AMPA arbitration. 
“This was very difficult for me – to lose my 
income and benefits,” said Brown. “It was very 
demoralizing to go through the layoff. Even with 
the ‘make-whole’ settlement, I’d rather never have 
to go through this again.”

Pension and retirement seminar
(with SPEEA Benefi ts Director Matt Kempf)

Wednesday, Feb. 13
SPEEA Everett at 4:30 p.m. 

Wednesday, Feb. 27
SPEEA Tukwila at 5 p.m. 

St. Patrick’s Day Bingo at SPEEA

Saturday, March 16
SPEEA Wichita from 2 to 5 p.m.

Free for members and their families – 
RSVP to vickim@speea.org by March 13.

Hosted by the Midwest Membership 
Activities Committee

SPEEA is on 
Facebook
Like Us

Member outreach builds 
bridge to STEM careers

Building paper bridg-
es to support text 
books is not part 

of SPEEA member Sarah 
Pefley’s scope of work at 
The Boeing Company. But 
the Seattle sealant engineer 

took time to work with middle school students 
as part of an Engineers Week outreach program. 
She joined many other Boeing engineers who 
volunteered at multiple schools to show students 
a connection between classes in science, technol-

ogy, engineering and math (STEM) and careers 
like hers – spent in a lab testing materials such 
as adhesives and sealants. 
Pefley said she became interested in chemistry 
and math in part because she had great teachers. 
She volunteered to help the students at McKnight 
Middle School in Renton last year along with 
others and hopes to do it again this year. “It was 
fun to interact with the kids,” Pefley said. “They 
were really interested in engineering.”

Sarah Pefley


