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Picket captain training
Shown here are some of the many participants in recent Prof and Tech picket captain training. The Bargaining Unit 
Negotiation Support (BUNS) committee organized the trainings (the first two were standing room only with waiting 
lists) at the request of the Prof and Tech Negotiation Team. SPEEA will hold another picket captain training in Everett 
Jan. 9 to discuss the roles and responsibilities, as well as safety do’s and don’ts. SPEEA called for the training to prepare 
for all possible scenarios since Boeing continues to stand firm on pay, benefits and other takeaways.
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Spirit AeroSystemsSpirit AeroSystems

Executive BoardExecutive Board

WEU members 

APPROVE 
contract offer
WICHITA – By a 92% vote, members of the SPEEA 

Wichita Engineering Unit (WEU) approved Spirit 
AeroSystems’ six-year contract offer.

Both the SPEEA WEU Negotiation Team and Bargaining Unit 
Council recommended approval of the contract which secures 
guaranteed minimum wage increases, reduced benefits costs 
and improved job security related to outsourcing.

“Although we hit roadblocks during the talks, we believe the 
offer achieved much of what our members said was important 
to them,” said Matthew Joyce, chair of the SPEEA team and Spirit engineer. “With outstanding 
membership support, we were able to reach a majority of our goals.”

Prior to the meeting and vote, hundreds attended workplace lunchtime meetings to learn more about 
the contract offer from the SPEEA team and ask questions prior to the vote. The contract offer with 
redline changes and highlights were online at www.speea.org soon after the offer was lifted Nov. 29.

Contract highlights include:

• Incentives to reduce employees’ medical premiums
• Improvements to benefits, including reduced 

fees for the core-plan co-pays
• Paid travel time on scheduled days of rest
• Improved job security related to outsourcing
• Improved performance management process

The Negotiation Team included Matthew Joyce, Joe Heng, and David Damasauskas, who are 
SPEEA members and Spirit engineers, along with SPEEA staff, including Midwest Director Bob 
Brewer, Wichita Contract Administrator BJ Moore and SPEEA Benefits Director Matt Kempf.

WEU contract vote results
Accept          232  92%
Reject             19    8%  

  

Awah Sabwemkeze and his son, Preston, 
are shown here following the SPEEA 
meeting on the contract vote. Sabwemkeze 
joined SPEEA last June. 

Members to run for four VP positions

If you’ve been a member for the preceding 
24 months and are interested in helping to 
lead SPEEA, you can run for regional vice 

president on the Executive Board.

 Three VPs represent the Northwest and one rep-
resents the Midwest on the seven-member board. 

The board directs SPEEA’s activities through 
the executive director, monitors expenses and 
prepares an annual budget. The board meets 
twice a month. 

Checklist for running for VP
• Read application instructions – 

available at www.speea.org.

• Get candidate petition signed by 20 members, 
and submit to SPEEA between Jan. 9-23.

• Write platform, qualification statement and 

position statements. Submit all three 
by Jan. 28, along with a photo.

• Review and follow campaign rules 
in instructions.

2013 election timeline 
• Earliest date to turn in a petition – 

Jan. 9
• Deadline for candidate petitions – 

5 p.m., Jan. 23
• Deadline for candidate statements – 

5 p.m., Jan. 28
• Ballots to be mailed by Feb. 27
• Ballots counted March 13
• New E-board members begin 

two-year terms March 27
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By Tom McCarty, SPEEA President

President’s Corner
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‘Once more unto the breach, dear 
friends, once more...’ from Henry V, by William Shakespeare 

I suppose it seems quite pretentious for me to 
use this famous line, but I think it is entirely 
appropriate. I have been asked over and over 

why, after negotiating for more than a year, are 
we still at it. The simple answer is that we have 
not been able to reach an agreement. Members 
rejected the only offer made so far, and the 
SPEEA negotiation teams have not been able 
to recommend anything proposed by manage-
ment since then. The reference above to a famous 
battle is a fair analogy. We are in a battle with 
management over the direction we think Boeing 
should take, and once again, you will get to cast 
your vote on that question.

I believe the reason we are still at odds with 
management is because we don’t understand 
each other. Management has a different view 
of the enterprise than we do. For them, it is all 
about profit. If costs can be reduced, profits can 
increase. I think for most of us, it’s about provid-
ing products and services we can take pride in 
and pass that legacy on to the next generation 
of workers. It is becoming apparent that every 
level of management is being driven to cut costs 
in every aspect of our business. It really was only 
a matter of time before the squeeze was put on 
the employees. This makes me think of a saying 
I heard years ago – that it’s possible to make a 
pizza so cheap nobody will buy it.

Cost of sub-optimization
Let me say it in a different way. If we reduce 
costs without evaluating the impact on the entire 
enterprise as a whole, there is a real risk of sub-
optimizing the result. I think we are traveling 
down that road. Some recent examples are obvi-
ous. 
When management outsourced some design 
responsibilities to suppliers on the 787, the coor-
dination costs increased dramatically, because of 
the inexperienced workforce. The suppliers did 
not always understand the subtleties of how all 
the parts and assemblies have to meet the exact-
ing and sometimes conflicting requirements of 

the overall design. In some cases, the misinter-
pretation of interface requirements caused rede-
sign and rework of existing parts and assemblies 
which caused more unplanned delays and cost 
increases. 
This piecemeal approach seems to dominate the 
philosophy of the last contract offer. Each section 
of our contract was independently sub-optimized 
to drive out every possible cost without regard 
to what was left. 
First, the salary pools were reduced to what 
could be considered the absolute minimum – 
market-driven salary reference tables based on 
an equivalency which may only exist in the mind 
of the evaluator.
Independently, the benefits plans are squeezed 
to the minimum. Employee premium contribu-
tions were increased not based on the value the 
employees are delivering, but on a comparison to 
what other companies provide. The comparison 
is only on what management thinks they can get 
away with forcing employees to take.
The sub-optimization continues with offering a 
defined contribution pension plan that results in 
a 40% reduction in retirement benefits based on 
our modeling, using reasonable assumptions on 
inflation, earnings and risk.

Training at risk
Each of these areas results in a substantial reduc-
tion in the total compensation package. But it 
doesn’t stop there. Even Ed Wells Partnership 
is targeted for what is effectively a reduction in 
funding. The Ed Wells Partnership is used by a 
vast majority of our members to improve their 
skills and help maintain the company’s competi-
tive edge by improving our ability to provide 
technical innovation in our products and pro-
ductivity in the workplace.
So what do we want? If what I hear in the work-
place is the sentiment of the majority of our 
members, it is simply to share in the success we 
have helped to create. We have enjoyed good 

benefits and meaningful opportunities for career 
growth at Boeing. It is clear to me that this has 
created a culture of excellence valued by our cus-
tomers. This is the secret to our competitive-
ness. We strive to design, develop and build the 
products and services that our customers respect 
and desire. We do not believe competitiveness 
is based on the lowest cost. We believe the low-
est quality is based on the lowest cost. You can 
make a pizza cheap enough nobody will want it.
We are returning to negotiations with Boeing 
management in a few days, I am certain you will 
soon see the next contract offer. What I am less 
certain of is what Boeing management thinks 
they will have to add to that offer in order for 
you to vote for it. One thing should be very clear 
– if half the people plus one more vote to accept 
the next offer, we will live with that contract for 
the next four years. We don’t have to accept a 
sub-optimized contract.
My last words concern the strike authorization 
your negotiation teams will ask for on the next 
contract vote. We need that authorization if 
we are to bargain effectively – if this next offer 
is rejected. I do not advocate that we have to 
strike, but you may decide that work stoppage 
is necessary if management is unwilling to offer 
a contract that respects our contributions and 
rewards our competitiveness.
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Prof and Tech contractsProf and Tech contracts
Record profits – 
record takeaways
SPEEA is estimating that the average 
member would actually lose purchas-
ing power 3 out of the 4 years in the 
proposed contract (factoring in an 
assumed 3% inflation rate)....and 
why would we ever agree to some-
thing like that from a company that 
is making record profits?  

Ray Goforth, 
SPEEA executive director

Back to the table Jan. 9 
When negotiations resume with The 

Boeing Company Jan. 9, SPEEA’s 
Prof and Tech teams return to face 

the same wide gulf with the company that existed 
when federal mediators suspended talks Dec. 5.
The suspension came after two days of frustrat-
ing and often confrontational talks. During 
those half-day sessions, Boeing negotiators 
rejected SPEEA proposals regarding the Learning 
Together Program (LTP), restrictions on the use 
of contractors, limits to mandatory overtime and 
adding contract provisions for maternity and 
paternity leave. These rejections are in addi-
tion to Boeing’s insistence on inadequate wage 
pools, increased medical cost-shifting, decreasing 
the value of our retirement and eliminating the 
pension for future hires and replacing it with a 
401(k) plan valued at 40% less.
“The company keeps saying to ‘trust us’ and 
we’ll take care of you,” said SPEEA President 
and Professional Negotiation Team member 
Tom McCarty. “Well, I’ve been at Boeing for 
39 years and they’ve never just taken care of us. 
I’m done with that.”
One key factor that has changed in the past 

month is the work to prepare for all possible 
outcomes. These preparations include more 
than 200 SPEEA activists taking part in Picket 
Captain training at union halls. 
Hopefully, the training won’t be needed, said 
Professional Team Negotiator John McLaren. 
Fair and reasonable contract offers are within 
Boeing’s reach.
“We remain focused on negotiating contracts 
we can recommend to members,” said McLaren. 
“It’s going to be a difficult decision to call for 
a strike if that time comes. But, we’ve been 
through it before, and we know it can be done.”

SPEEA to Boeing – 
show us the data  
A number of the SPEEA teams’ data requests 
relate to Boeing benefits and wages, including 
costs for health-care plans, the scheduled dental 
plan used by 4,000 members and salary infor-
mation related to our proposal for salary pools 
that move employees from the 50th percentile 
to the 75th percentile of the U.S. engineering 
and technical market. 

Other economic requests seek data regarding 
Boeing’s assertion that engineering work costs 
more in the Puget Sound region. Some of the 
economic data requests are merely updates of 
data provided to SPEEA during the 2008 con-
tract negotiations.
The National Labor Relations Board (NLRB) 
took testimony Dec. 5 and 6 on Unfair Labor 
Practice charges SPEEA filed to compel Boeing 
to provide the information. 
“Boeing is withholding this information because 
they know it doesn’t support their own pro-
posals,” said SPEEA Executive Director Ray 
Goforth. “Withholding this information is 
slowing progress and is, in fact, illegal. We fully 
expect the NLRB to issue such a ruling.”

Attention 35 and younger employees – 
negotiations matter!

By Becky Hewitt
SPEEA Negotiation Team

It is now clear these 
nego t i a t ions  may 
be the most impor-

tant contract talks since 
1999/2000. More critical 
is the fact that the impacts 
to members will be largely 
negative if we accept The 
Boeing Company’s propos-

als as they stand today. This is especially true for 
younger members.
I’ve heard many people say defined benefit pen-
sion plans, like our BCERP (Boeing Company 
Employee Retirement Plan), are relics from the 
past and their elimination is the “wave of the 
future.” I’ve also heard employees – who are 
already vested in the BCERP pension – say they 
are willing to accept Boeing’s proposal to elimi-
nate the BCERP. While many of these employees 
may not be affected by such a proposal if they 
retire in the next 10-15 years, other early to mid-
career employees will live with the consequences 
of the elimination of the Boeing pension plan.
Having one group of employees with a certain 
benefit and another group of employees with-
out it is often called a “two-tier” system. In the 
example of the Boeing pension, as the number 

of members in the BCERP gets smaller and the 
number of members outside of the BCERP 
gets bigger, it is much easier for the company 
to eliminate it completely in future negotiations. 
Federal law protects our vested benefits – they can-
not be lost. However, if the BCERP is eliminated 
for future hires, Boeing will eventually do what 
other companies have done – freeze contributions 
to the plan. In 10-15 years, many of us will still be 
working at Boeing and counting on that pension. 
If today we bargain it away for future employees, 
why would they stand up and fight the company 
so we can keep the pension they will not have?
Our SPEEA Negotiation Teams acknowledged 
Boeing’s legitimate concerns with the BCERP. 
However, we don’t believe it’s necessary to 
eliminate the benefit for future hires. We pro-
posed leaving the BCERP in place and creating 
a Retirement Security Task Force comprised of 
SPEEA members and Boeing management. The 
Task Force would work to create a proposed set 
of solutions to address retirement security and 
jointly recommend these solutions to both SPEEA 
and Boeing Negotiation Teams during the next 
round of contract talks (2015-2016 timeframe). 
We proposed this solution because this issue 
is  complex and  requires  significant member 
input. A solution will take time and should not 
be bound by the time constraints of contract 

negotiations. Boeing rejected our proposal – one 
of many they rejected without much discussion.
The SPEEA Negotiation Teams were elected to 
bargain for the best interests of the entire mem-
bership. We take our role in these negotiations 
very seriously. We feel that “selling out” our 
future members has a rippling, negative effect 
on members today and for years to come. We 
were not elected to recommend a proposal that 
would divide members, and we cannot in good 
faith recommend a proposal that would cripple 
members’ ability to have a secure retirement.
As a newcomer to this process, I’ve learned a 
lot. I take pride in being a part of this dedicated 
team. We conduct ourselves professionally and 
respectfully both at, and away, from the bargain-
ing table. We strive to be transparent, truthful and 
prepared to address members’ concerns effectively. 
We make no attempts to mischaracterize these 
negotiations or to mislead members. Like you, we 
are professional engineers and technical workers. 
We bring the same integrity and ethics to the 
bargaining process that we bring with us to work 
every day. I find any statement to the contrary 
highly offensive, not only to the team, but to the 
members who elected us. These negotiations have 
not been easy. But nothing worth fighting for is 
easy. SPEEA members – the ones here today and 
the ones here in the future – are worth fighting for.

Becky Hewitt



continued on page 6
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Understanding the issues
The SPEEA Negotiation Teams are frustrated with the company’s lack of substantial movement on the major economic issues.  This 
document highlights the core economic issues and conveys how The Boeing Company’s proposals negatively impact you with:

 Increased medical premiums.

 Inadequate wage pools.

 Substantial reductions in retirement income for future hires.

 Insuffi  cient pension growth and untenable risks for current participants.

The negotiation team feels the current proposals are unacceptable.

 Wage Pools and Medical Premiums
At this stage in our negotiations, Boeing has proposed the following wage 
pools for the SPEEA-represented professional and technical contracts:

Profs:   4.5% in 2013, 4.0% in 2014, 4.5% in 2015 and 4.0% in 2016

Techs:   3.5% in 2013, 3.0% in 2014, 3.5% in 2015, and 3.0% in 2016

Boeing has also proposed medical plan premiums on all available medical plans.  The Traditional Medical Plan (TMP) is currently free 
from premium contributions, but the Boeing corporate off er increases premium contributions to 8%.  The annual impact of the 8% 
premium on the TMP will signifi cantly off set the wage pools. 

The vast majority of SPEEA-represented Profs and Techs cover their families in the TMP, work with their doctors to manage their 
health conditions and do not participate in third-party health-risk screenings.      

The tables below show the impact of the medical premiums as a percent of base salary and assume that an individual receives the 
entire wage pool.  The current average base salary is $109,257 for Profs and $80,539 for Techs.  

Salary Prof Pool Family Premium TMP
Medical Premium 

as % of Salary

2013 $114,174 4.50% $- 0.0%

2014 $118,741 4.00% ($1,535.30) -1.3%

2015 $124,084 4.50% ($1,651.59) -1.3%

2016 $129,047 4.00% ($1,765.27) -1.4%

Salary Tech Pool Family Premium TMP
Medical Premium 

as % of Salary

2013 $83,358 3.50% $- 0.0%

2014 $85,858 3.00% ($1,535.30) -1.8%

2015 $88,863 3.50% ($1,651.59) -1.9%

2016 $91,529 3.00% ($1,765.27) -1.9%

The Infl ation Factor
The Guaranteed Wage Increase (GWI) in the SPEEA Prof and Tech contracts traditionally served as the functional equivalent of a Cost 
of Living Adjustment (COLA) to ensure individuals do not lose purchasing power. 

SPEEA expects infl ation to increase as the economy recovers from the Great Recession which is one of the main reasons why the 
SPEEA Negotiation teams proposed an increase to the size of the GWI.  In contrast, Boeing has proposed to decrease the GWI to 
1.5%.  By way of context, U.S. infl ation has only run at lower than 1.5% once since 1964.

The Infl ation rate has historically averaged around 3%.  It was lower during the Great Recession but ticked up to 3.2% during 2011.

http://www.usinfl ationcalculator.com/infl ation/historical-infl ation-rates/

Puget Sound Prof and Tech Negotiations
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 Understanding the issues  continued from page 5

There are different inflation rates (national, regional, consumer price indexed, etc) and you can pick which one you believe is 
most appropriate….but factoring in inflation is a key part of understanding the true impact of Boeing’s economic proposal.   
Adding inflation to the medical premium charts above exposes the expected purchasing power losses hidden in the com-
pany’s proposals.

Pool Salary Prof
Family Premium 

TMP

Medical Premium 

as % of Salary
Infl ation

Infl ation plus cost 

of medical

2013 4.50% $114,174 $- 0.0% -3.0% -3.0%

2014 4.00% $118,741 ($1,535.30) -1.3% -3.0% -4.3%

2015 4.50% $124,084 ($1,651.59) -1.3% -3.0% -4.3%

2016 4.00% $129,047 ($1,765.27) -1.4% -3.0% -4.4%

  Pool Salary Tech
Family Premium 

TMP

Medical Premium 

as % of Salary
Infl ation

Infl ation plus cost 

of medical 

2013 3.50% $83,358 $- 0.0% -3.0% -3.0%

2014 3.00% $85,858 ($1,535.30) -1.8% -3.0% -4.8%

2015 3.50% $88,863 ($1,651.59) -1.9% -3.0% -4.9%

2016 3.00% $91,529 ($1,765.27) -1.9% -3.0% -4.9%

These premiums may be lessened by completing the health-risk questionnaire and submitting your biometric screening results to 
Boeing’s third-party administrator. They may also signifi cantly increase if you and/or your spouse smoke.  Additionally, these pre-
miums may be mostly eliminated by moving to a plan that has a $2,500 family annual deductible (the Advantage+ Plan) but this 
creates the risk of signifi cantly higher out-of-pocket costs than the current TMP.

Boeing is a fabulously profi table company, and it is rewarding all of its stakeholders (except the Profs and Techs) for that success.  
Executives were given double-digit salary increases.  The shareholders are being rewarded with the continuation of the multi-billion 
dollar stock buyback program designed to increase the stock price and an expected 2013,  9.1% dividend increase that is being 
given on top of the 2012,  4.8% dividend increase.  

The company has been using vague terminology such as “remaining competitive” and “being sustainable in the future”, but when 
the negotiation teams asked for supporting data, Boeing refused. In fact, SPEEA fi led an unfair labor practice charge with the Na-
tional Labor Relations Board (NLRB) on this very topic. 

The SPEEA negotiating team has heard nothing compelling whatsoever from Boeing corporate to explain why a net negative eco-
nomic contract is the appropriate reward for the SPEEA represented Profs and Techs largely responsible for record profi tability of 
the company. 

Pension - Current Employees
Because you are represented by SPEEA, you are a participant in the Boeing Company Employee Retirement Plan.  As a plan partici-
pant, you are eligible to receive the Standard Benefi t Formula or the Alternate Benefi t Formula. Both are calculated simultaneously, 
and you get the larger of the two. The vast majority of Prof retirees receive the alternate benefi t formula and the majority of Tech 
retirees receive the standard benefi t formula.

Standard Benefi t Formula

Boeing’s offer is a significant reduction in the improvement of the standard benefit.  The standard benefit is straightforward 
and currently $83 per month times years of credited service (a 30-year career benefit equals $2,490 a month at normal retire-
ment age).  Boeing’s offer increases the standard benefit $2 per year from $83 in 2012 to $85 in 2013, $87 in 2014, $89 in 2015 
and $91 in 2016.  

For reference, the 2008 contract increased the standard benefi t in 2009 from $70 to $81 (15.7%) and the 2005 contract increased the 
standard benefi t in 2006 from $60 to $70 (16.7%).  Boeings proposed $2 per year increase averages 2.3% per year, signifi cantly less 
than the average increase for the past 40 years (6+%) or even the past 12 years (4+%). 

Alternate Benefi t Formula

Currently, the Alternate Benefi t Formula (aff ecting a majority of Prof retirees) has a core benefi t plus the excess benefi t.

continued on page 7

Puget Sound Prof and Tech Negotiations
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 The core benefi t is based on 1.025% x “fi nal average earnings.”

o Final average earnings are defi ned as your highest average base salary over any period of 60 consecutive months 
during your last 120 months of service.

 The excess benefi t is 0.45% times the net of your “fi nal average earnings” minus “Social Security covered compensation.”

o Right now, you only pay Social Security taxes on the amount of your income that is below the social security 
maximum taxable wage (the cap).  The cap is currently at $110,100. It will increase to $113,700 in 2013.

o The Social Security covered compensation that is used in the excess benefi t is the 35 year trailing average of 
the Social Security maximum taxable wage (covered compensation is currently $64,560 for 2012 and $67,308 
for 2013).  

 The core plus the excess are added together and then multiplied times years of service to create a monthly benefi t.

More than ever, there is talk among legislators to “scrap the cap,” and make higher wage earners pay tax on a larger portion (if not all) 
of their wages.   If the Social Security wage base were eliminated – aka ‘scrap the cap,’ then the “Social Security covered compensa-
tion” would become infi nite and eliminate the excess benefi t entirely.   

If the excess benefi t were eliminated, then the pension benefi t for the majority of engineers would be frozen for a number of 
years until the core benefi t outpaces what the core + excess produced when the Social Security wage base were eliminated.  
This will result in more and more individuals subject to the standard benefi t (that’s increasing slower than normal under Boe-
ing’s proposal).  SPEEA’s proposal to Boeing included protections to mitigate the eff ects of drastic changes to the Social Security 
maximum taxable wage.

Pension – Future Employees
Boeing has proposed to eliminate the BCERP pension for future hires and replace it with an “enhanced” 401(k) that provides 
signifi cantly less income in retirement. 

Facts:

 SPEEA’s analysis of Boeing’s “enhanced” 401(k) shows that it produces a retirement income of approximately 40% less 
during retirement than the existing pension.  

 Boeing’s analysis of its “enhanced” 401(k) shows that it produces a retirement income of approximately 33% less during 
retirement than the existing pension. 

 Boeing has historically contributed between 10 to 12% of salary into the BCERP pension trust.  The trust is profession-
ally managed, is currently 100% funded, and Boeing is currently making discretionary contributions to the fund.

 Boeing’s contribution for participants in the “enhanced” 401(k) is 3, 4, or 5% based on age.  

Boeing’s off er eliminates the pension for new hires beginning in 2013.  Boeing acknowledged having “future plans” to eliminate the 
pension entirely. The company negotiators did not state the timing of “future plans” but freezing the pension for existing employees 
would be the probable next step.   

Your vested benefi ts are protected by federal law and cannot be taken away.  However, future participation and growth can be bar-
gained away.  If Boeing eliminates the pension for new hires beginning in 2013, it will only be a matter of time before the majority 
of SPEEA members have the “enhanced” 401(k).  Once this group is in the majority, Boeing is likely to propose to freeze the pension 
for those who still have the pension.  

Status of the Pension

Boeing executive vice president and CFO Gregory D. Smith reported in October 2012 that the BCERP pension is “over 100% funded” 
using the ERISA funding guidelines (ERISA is the federal law that governs pensions).   Boeing’s pension trust is managed by a team 
of experts and the assets often exceed investment expectations.

In summary, Boeing is seeking to eliminate the pension as part of a multi-stage process of cutting the retirement benefi t for ALL Profs 
and Techs by 40% (or 33% if you use their math).  

 Understanding the issues  continued from page 6

continued on page 8
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Leakage and Wage Pools
When discussing the SPEEA wage proposal, the company uses vague terminology such as “remaining competitive” and “being 
sustainable in the future” to dismiss SPEEA’s proposals.  What Boeing fails to disclose in their analysis is the eff ect of leakage.  
Leakage (defi ned below) means that a 6% raise pool will not cost Boeing 6%. Due to the number of postponed retirements, 
leakage is expected to be higher than typical in the coming years.  Surprisingly, a 6% wage pool in 2013 is expected to increase the 
average salaries less than the 5% wage pools did in 2009, 2010, 2011 or 2012. 

Leakage  is the diff erence between the negotiated wage pool percentage and the change in the average salary over the next 
12 months.    SPEEA checks every individual salary increase to ensure that the entire negotiated wage pool is spent on eligible 
individuals.  After a couple of months, retirements of higher paid individuals and the hiring of lower paid individuals means that the 
average salary increases less than the wage pool.   If you compare the average salary after the wage increase to the average salary 
right before the next year’s salary increase, the diff erence is leakage.  

Example from Prof Unit

For the Prof unit, the leakage has historically been 2% per year.  For example, the 2004 negotiated salary increase was 
4.0%.  The increase was given to employees, but the average salary only increased 1.45% over the next 12 months due 
to leakage.       

As seen from the data below, when the global recession began in 2007, Profs changed their retirement behavior, which resulted 
in a drastic reduction in leakage. 

Professional Unit

  Before After Wage Pool Leakage Actual Cost

2004 $79,679 $82,873 4.00% -2.55% 1.45%

2005 $80,762 $84,002 4.00% -2.25% 1.75%

2006 $82,111 $87,454 6.50% -2.13% 4.37%

2007 $85,593 $89,110 4.00% -0.40% 3.60%

2008 $88,755 $92,460 4.00% 0.14% 4.14%

2009 $92,591 $97,227 5.00% 0.63% 5.63%

2010 $97,843 $102,738 5.00% 0.05% 5.05%

2011 $102,793 $107,942 5.00% -1.77% 3.23%

2012 $106,030 $111,333 5.00%  

Understanding the issues  continued from page 7

SPEEA contract offer impact calculator

SPEEA revised its contract offer impact calcu-
lator to show Boeing’s 2nd economic package 
offer compared to the company’s initial offer, 

as well as comparing it to an extension of the cur-
rent Prof and Tech contracts.

When a member inserts their annual base pay and 
fills in the other variables, the calculator applies 
their personal situation to the terms of the contract 
and compares compensation and paycheck contri-
butions such as medical premiums.

To use the calculator, go to the SPEEA Prof and 
Tech Negotiations contract offer web page at 
www.speea.org. 

About the calculator
• This calculator will determine the incre-

mental annual value of the changes in 
Boeing’s offers and compare them to the 
2008 - 2012 SPEEA Puget Sound Prof 
& Tech contracts. 

• This calculator models annual gains due 
to changes in base salary, medical and 
dental plan premiums, incentives for par-
ticipation in health risk assessment/bio-
metric surveys and penalties for smoking. 

• Medical plan premiums used are from 
the Boeing offers that include general 
Boeing assumptions. Dental premiums 
used are current costs for dental times 
8% trend per year.

• This model assumes Washington state 
medical and dental premiums. Separate 
spreadsheets will be developed for 
Oregon and Utah at a later date.

• This calculator ignores the company’s 
Employee Incentive Plan (EIP). EIP is 
in your current contract and in the com-
pany offer. Since there is no change, it is 
not modeled.

 
As the national and global economy begins 
to slowly recover,  leakage  will increase to 
higher levels enabling Boeing to provide 
larger salary pools at a less than expected 
cost per employee.  Boeing is currently 
projecting the retirement of 5,000 SPEEA 
represented engineers in the next fi ve years.  

In conclusion, Boeing’s proposals on the 
main three economic issues are unac-
ceptable.  Infl ation and increased medical 
premium contributions signifi cantly re-
duce the value of the salary increases that 
you receive over the term of this proposal.    

Boeing’s elimination of the pension for fu-
ture hires jeopardizes their ability to have 
the same secure and dignifi ed retirement 
as current employees.

We are focused on getting a contract pro-
posal that refl ects the economic value gen-
erated by the SPEEA membership for The 
Boeing Company. 

Puget Sound Prof and Tech Negotiations
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Our leverage will decide
Rick Hoffman
SPEEA Negotiation Team

When members 
vote on the next 
contract offer, 

the SPEEA Negotiation 
Team will no doubt also 
call for a vote on strike 
authorization. Your vote 
on strike authorization will 
impact the type of contract 
we achieve, whether it is fair 
or one that takes away.
Our unity, demonstrated by our overwhelming 
rejection of their grossly unfair and disrespect-
ful first offer, made them reconsider their stance. 
Unfortunately, their proposed changes so far have 
been woefully inadequate and will result in losses to 
many of our members over the years of the contract. 
If we once again reject the offer, then we have to 
vote YES on strike authorization if we are going 
to have any meaningful influence when we go 
back to the bargaining table after the vote. 
The negotiating team is in no hurry to call a 
strike, so we will try again and again to get a 
fair deal, but we will need leverage at the table.
How strongly we move corporate toward agree-
ing to a contract that respects us will be defined 
by the strength of our vote to authorize a strike.

If we are strong enough and if our voice is loud 
enough, we will avoid a strike by demonstrating 
our unity. I, and the other members of the nego-
tiating team, have no desire to walk a picket line 
again, but we will. By standing together, we can 
avoid lighting the burn barrels again, but we are 
making the preparations to do so if we have to.

What does it take 
to call a strike 
Granting strike authorization does not 
mean workers are automatically going 
out on strike. It does give the negotiations 
teams the power to call a strike. 

Strike authorization steps 
• Members must reject the latest contract 

offer.

• Each Bargaining Unit Council (Prof 
and Tech Council Reps) must separate-
ly vote to give the Negotiation Team 
strike authorization on the ballot. 

• Strike authorization goes to a vote by 
all members in the bargaining units.

• If at least 50% plus one vote for 
strike authorization, the SPEEA 
negotiation teams have the authority 
to call a strike if needed.

Strike authorizationStrike authorization

Rick Hoffman

Boeing market leading? 
It depends on the market

By John McLaren
SPEEA Negotiation Team

By all measures, Boeing 
is a market-leading 
company. The com-

mercial, military and space 
products we design, pro-
duce and support lead their 
markets. Our shareholders 
appreciate Boeing’s finan-
cial market leading perfor-
mance. We have produced 

record profits, delivered our products at an ever-
increasing pace, and created record demand for 
the aerospace industry.
Boeing’s stated intent to have “market-leading 
compensation” implies:

• Th ere is one identifi able “market”
• Th ere is one correct method to identify 

where we are in that market (i.e. leading 
and by a calculable amount.)

Boeing’s success is being shared through gener-
ous salary, bonuses, pensions, deferred compen-
sation and perks for executive managers. Boeing’s 
success is being shared with increasing dividends 
to shareholders.
Record profits, generating $6.6 billion in cash are 
being used to continue a $7 billion stock buyback 
program and to make voluntary contributions to 
the defined benefit pension plans. These contri-
butions are being made even though the plans 
are already fully funded by Employee Retirement 
Income Security Act (ERISA) standards.
SPEEA believes a market-leading company 
should also share its success with the professional 
and technical workers whose expertise is essential 
to creating this success. 
Positioning engineering and technical salaries at 
the 75th percentile of the market appropriately 
rewards the employees who created Boeing’s 
current record-breaking success. Salaries at the 
75th percentile also allow Boeing to attract and 
retain the top-tier talent required to sustain our 

market-leading performance while balancing the 
costs needed to keep our products competitive.
SPEEA has serious concerns with the process 
Boeing uses to evaluate “the market” for engi-
neering and technical talent. The source data of 
“peer” companies is questionable. It includes no 
data for companies that do what the majority 
of SPEEA employees do; that is design, build 
and support a family of highly complex com-
mercial airplanes. Salary data at “peer” compa-
nies can include data from companies that are 
failing financially, are outside aerospace or have 
no technical employees. Among our “peers” is 
GE, which is no longer primarily an aerospace 
company and received federal assistance through 
the Temporary Liquidity Guarantee Program.
As negotiations resume Jan. 9, our teams are 
focused on analyzing all the data, sorting the 
good from the inappropriate and negotiating 
for the salary raise pools that reward our contri-
butions to making Boeing the market-leading 
aerospace company.

John McLaren

Support 
from IFPTE

As your negotiation teams return to the ta-
ble with Th e Boeing Company, know that 
IFPTE is standing with you to secure con-
tracts that respect your contributions to 
the success now being enjoyed by Boeing. 
IFPTE affi  liates in the United States and 
Canada have expressed their concern with 
Boeing corporate management and their 
intransigent positions during SPEEA’s 
negotiations. It only makes sense that the 
engineers and technical workers who have 
contributed so much to Boeing, the very 
employees who saved Boeing from man-
agements’ misguided outsourcing model 
should participate in the fi nancial success 
of the company they built.  

Greg Junemann, President 
Paul Shearon, Secretary Treasurer

Interna  onal Federa  on of 
Professional & Technical Engineers
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Early retiree lawsuitEarly retiree lawsuit

Success storySuccess story

Member urges others 
to honor inspiring leader
SEATTLE – When thousands gather in 

Seattle Jan. 21 to honor the legacy of civil 
rights leader Martin Luther King Jr., Judy 

Mogan plans to be there.
“I always try to participate in any activity that 
supports workers’ rights and civil rights,” said 
Mogan, an Auburn Council Rep and committee 
officer on the SPEEA and NW Legislative and 
Public Affairs (L&PA) Committees.
King’s legacy focused on civil rights and voting 
equality but he also stood up for labor rights. In 
his speeches (many to labor unions), he called 
economic justice the foundation of social jus-
tice. 
“He was an awe-inspiring leader,” Mogan said. 
Mogan finds Seattle’s King celebration to be 
inspiring. The day starts with workshops on 
social justice issues, followed by guest speak-
ers addressing a standing-room-only crowd in 
Garfield High School’s gymnasium. After the 
rally, thousands of people walk from the high 
school to downtown Seattle together.
“I feel energized from being in the crowd,” she 
said. 
She went to her first King celebration about 
five years ago because of fellow Council 
Rep and L&PA Committee officer Brent 
McFarlane. He encouraged members of the 
L&PA committees to join him at the MLK 
celebration each year.

Mogan has been active in SPEEA since becom-
ing a Council Rep in 1999. “A SPEEA lawyer 
helped me out of an uncomfortable situation 
at work (with a supervisor who was breaking 
the rules),” she said. “When SPEEA came to 
me a few years later and asked for help (filling a 
Council vacancy), I didn’t hesitate.”

Puget Sound events

 Lynnwood – Th ursday, Jan. 17: 
MLK celebration with keynote speaker 
Angela Davis – more details at www.
ci.lynnwood.wa.us. 

 Seattle – Monday, Jan. 21: Rally and 
march – more details at www.mlkseattle.
org.

 Everett – Monday, Jan. 21: Day of 
Service (volunteering) with United Way 
of Snohomish County – more details at 
www.uwsc.org/mlkday.php. 

Members get 
help with level 
drop after job 
code change

EVERETT – For Jim Henderson, the 
struggle over his job level change was 
always about the principle. After several 

months and several attempts to work with HR 
to resolve this issue, SPEEA helped him achieve 
his goal.
“I’m very grateful to Frank Guglielmo (SPEEA 
contract administrator) for quietly working the 
issue,” Henderson said. 
The problem started when the group Henderson 
worked with changed skill codes. In their previ-
ous code, most all were a level 4. While the others 
maintained their level under the new skill code, 
the levels dropped for Henderson, and coworker 
Paul Koopman, also a SPEEA member.
Koopman was frustrated as well – because the 
lower level didn’t match either their workload 
or skill level. When both of them tried to 
pursue the change back to level 4, they faced 
numerous roadblocks, despite documentation 
and management support they were doing 
level 4 work. 
Although Henderson belonged to a union for 
a total of 27 years (between SPEEA and the 
International Association of Machinists), this 
was the first time in his career that he ever asked 
for help from his union. 
Koopman has been a union member for 21 years 
(between SPEEA and the IAM). He worked the 
issue by himself, but his level didn’t change until 
shortly after Henderson’s.
Both are grateful for the benefits of a union – for 
exactly this kind of situation. With SPEEA’s help, 
they were able to get the issue resolved.
“When there are differences at work, a lot of 
those can be resolved by communication and 
understanding,” Koopman said. “I’m glad 
SPEEA could help.”

Federal judge sides with 
SPEEA – bridge benefit issue 
heads to trial 

WICHITA – A federal judge rejected The Boeing Company’s request to dismiss the lawsuit 
by SPEEA, IFPTE Local 2001, seeking bridge benefits for employees released after the 
company sold its commercial airplane operations in Wichita and Tulsa, Okla., in 2005.

In a 49-page opinion Dec. 11, U.S. District Judge Monti Belot overruled Boeing’s argument that 
there was not enough evidence to call for a trial. 

Claims by SPEEA, later joined in the lawsuit by the International Association of Machinists (IAM), 
that Boeing broke its contract and violated federal employee-benefits law can now continue to trial.

SPEEA seeks to restore the ‘bridge benefits’ which provided early retirement medical and pension 
benefits for employees age 49 to 55 with 10 years of Boeing service. Boeing denied the benefits to 
hundreds of union-represented employees as a result of the sale.

“This was an appalling breach of trust,” said Ray Goforth, SPEEA executive director. “We look 
forward to the court ordering Boeing to honor the commitments it made to employees.”

SPEEA is on 
Facebook
Like Us

Martin Luther King Jr.Martin Luther King Jr.

SPEEA members Paul Koopman (left) and Jim Henderson 
are grateful for the help they received from SPEEA after 
having trouble getting a level change resolved on their own.
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Labor HistoryLabor History

Career coaching tips 
for the new year

Since it is the beginning of 2013, this is a good time to think about new 
goals for the next 12 months and even beyond. Michelle Kelley, Ed Wells 
Partnership career coach, has some questions to ask yourself -- as well 

as advice and counsel -- as you move forward with your career development.

Whatever your current situation in the Performance Management (PM) cycle, 
it is always good to reflect on the past year to see what you can improve or do 
differently next time. Kelley put together a short list of questions to ponder 
about your work in the past year.  

Q: What was your biggest triumph?  
(Celebrate! Most employees forget to mark their accomplishments and 

often feel like they are not ‘getting anywhere’) 

Q: What was your biggest disappointment? 
(How can you improve the situation or take action so this does not happen again?)

Q: What was the best decision you made? 
(Can you repeat this or build upon this result?)

Q: What was the greatest lesson you learned? 
(How can you continue learning or share what you learned?)

Q: What was the most challenging thing you did?
(What did it take for you to challenge yourself? How can you do this again?)

Q: What is your biggest piece of “unfinished business”? 
(Unfinished business can be a drain on your resources; consider finishing 
no matter how challenging it may seem)

Q: Who are the top people who had the greatest impact on your life/career last year? 
(Have you thanked them?)

Q: Where have you held back?
(Forgive yourself, move on and try again)

Q: What else do you need to say or do to be complete?
(Say it, do it and be done; it is a new year!)

Q: Do you know how your new goals contribute to your organization’s goals and objectives?
(Consider meeting with your manager or leaders to make sure you understand your group’s goals and 
objectives, and they can see how you are supporting them. You can also check your group/org website or 
InSite page for the new goals for 2013.)

Michelle Kelley (shown above) is a credentialed coach and the heart of Career Information Services, a program within 
the Ed Wells Partnership at The Boeing Company. She assists SPEEA-represented Profs and Techs who want to define and 
implement their career dreams and goals. She also teaches Performance Management effectiveness, career branding and 
career portfolio preparedness and helps employees with their resume updates.

Public employees 
were early union 
advocates, too!
By Ross Rieder, president 
Pacific Northwest Labor History Association

Seventy years ago, Washington Federation 
of State Employees, Council 28, 
American Federation of State, County 

and Municipal Employees was formed. That 
was Nov. 18, 1943. Washington State Council 
of County and City Employees, AFSCME 
Council 2 was chartered on February 18, 
1946, even though some of the locals date 
much earlier. Neither were, however, the first 
public employee unions in our state.
A much earlier one was the letter carriers 
in Seattle — not state, county or municipal 
employees — but clearly public sector work-
ers. The Seattle National Association of Letter 
Carriers was chartered on December 14, 1890, 
which is, as far as we can tell, the first public 
employee union in Washington state.
Other national unions organized around that 
time were the miners (UMW) and the machin-
ists (International Association of Machinists).
An interesting cultural aspect of the letter car-
riers is that many of their locals had their own 
concert or marching bands. The letter carriers 
in Portland, Ore., had a band. An image in 
the labor history association archives shows the 
1911 Washington State Association of Letter 
Carriers delegates and band. It includes mem-
bers from the Tacoma Post Office Band and 
the Seattle Letter Carriers Band.
This tradition, while not still carried on today, 
is recent enough that when I attended a Seattle 
letter carriers meeting in the early 80s, their 
band was giving a pre-meeting concert.
And, speaking of Portland, the first organizing 
of public employees there was by Laborers Local 
483. It was chartered as a public employee union 
on May 14, 1928. This local has a strong pres-
ence all throughout the Portland Tri-Met area.
It is often thought that public workers didn›t 
organize much until the 1960s. The Laborers 
and both AFSCME Councils in our state 
prove that to be not quite right, and letter 
carrier history takes us back even earlier – to 
the beginning of the twentieth century. 

Thousands sign petition for survivor pension benefits

More than 20,000 signed a petition 
initiated by SPEEA Everett Council 
Rep Ken Aphibal to The Boeing 

Company to extend pension benefits to same-
sex married couples. 
Aphibal generated the petition at www.change.

org/boeing, after the issue was raised in negotia-
tions due to the recent passage of R-74, which 
legalizes same-sex marriage. Boeing articulated 
its intent to refuse pension survivor benefits to 
same-sex married couples.
In response, Aphibal, a second-generation 

Boeing engineer and member of the SPEEA 
Diversity Committee, developed the petition 
to Boeing President and CEO Jim McNerney. 
To see Aphibal’s letter and sign the petition, click 
on the link at www.speea.org. 

Michelle Kelley
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Retention rating process under way

With the annual retention rating pro-
cess under way for Profs and Techs 
at The Boeing Company, skill teams 

are validating retention skill groups and com-
petencies. Below is a high-level timeline of 
what’s next in the process for the Northwest.

 Jan. 18 – Last eff ective day for reclassifi ca-
tions/promotions (excluding transfers)

 Jan. 22 -Feb. 1 - Managers complete 
assessments

 Feb. 4-March 5 – Skill captains/
managers meet to fi nalize retentions

 March 13-26 - Employee notices 
distributed

 March 27 - Eff ective date of retention 
ratings

 April 5 – Reopen reclassifi cations/
promotions

About the retention rating system 
In case of downsizing, the retention rating deter-
mines the order of layoff based on employees’ 
retention ratings in their skill code (for Northwest 
Profs/Wichita engineers) or skill code and grade 
level (for Techs).

For the Profs and Techs, retention ratings go 
from R1 to R3 (40%/40/%/20%). 

Since the process requires a fixed ratio for each 
rating assignment, a low retention does not nec-
essarily mean the employee is a poor performer, 
particularly for those in smaller groups. 

For more information about retention ratings, 
go to www.speea.org (click on drop-down 
menu for Member Tools/Career Information/
Retention). 

Seeking ombudsmen for committee

For those who want 
to get involved in 
SPEEA, but are lim-

ited on time, consider apply-
ing for the Ombudsmen 
Committee.
Members on this commit-
tee meet as needed to hear 
complaints and problems 
about SPEEA brought by 
members. 
Northwest Council Reps 

plan to elect three to five members to the com-
mittee at the February Council meeting.
“It’s a good way to contribute, even if you 
don’t have a lot of time, because it allows you 
to get involved,” said Northwest Council Chair 
Dave Silkroski, who is a former Ombudsmen 
Committee member. 

He’s also served as an Area Rep and Negotiation 
Team member throughout his career as a flight-
test engineer at The Boeing Company.
Silkroski understands the value of a union. He 
grew up with his father belonging to the United 
Steelworkers union. Silkroski was also a union 
steelworker during college. 
“I’ve always been interested in doing what’s fair,” 
he said, “and unions try to make fair and right 
come together.”

Interested?
To apply, send an email with your contact infor-
mation to hillarym@speea.org by Monday, Feb. 
4. Ombudsmen Committee members cannot 
concurrently serve on the Executive Board, 
Tellers Committee, Judicial Review Committee 
or as a Council officer.

Picket captain 
training/planning

Wednesday, Jan. 9
SPEEA Everett 

Training at 4:30 p.m.
Site planning at 5:30 p.m.

Monday, Jan. 14
SPEEA Tukwila

Site planning only at 5 p.m.

Boeing retirement 
process seminar

From 4:30 to 6:30 p.m. in both locations

Wednesday, Jan. 16 
SPEEA Everett 

Wednesday, Jan. 23
SPEEA Tukwila

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

Wednesday, Jan. 30
SPEEA Tukwila at 5 p.m. 

Valentine’s Movie Night

Wednesday, Feb. 6

Half price balcony seating at the 13th Ave. 
Warren Theater – must purchase tickets in 

advance from SPEEA Wichita.

Hosted by the Midwest Membership 
Activities Committee

Dave Silkroski


