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Representatives from CESO’s chapters met in Washington, DC September 18 & 
19, 2006, for their semi-annual review and update.  This meeting included unit 
reports from each union, farewell to CESO’s Chairman, election of new officers, 
remarks from guest speaker Professor Ron Hira, plus a discussion on our various contract 
provisions related to “Outsourcing, Contractors, & Intregity of our Bargaining Units”.

(continued on page 2)

Delegates participating in this Fall 2006 CESO meeting:  (Front row, l to r): Steve Reck (MPE/SEIU #517M, MI); 
Marcus Courtney (WashTech, WA); Richard Mahoney (APSA, CA); David Novogrodsky (IFPTE#21, CA); Kristin 
Farr (SPEEA, WA); and Dana Wheeler (MGEC).  (Second row) Mary Follenweider (IFPTE#21, CA); Anil Desai 
(CWA #1032, NJ); Cynthia Cole (SPEEA, WA); Adraine Weber & Tonya Shuler (IFPTE #12, WA); Judi Hurd 
(SPEEA-Wichita, KS); Rhonda Greer (SPEEA-Wichita, KS); Steve Covely (ASPEP, NJ); and Jimmy Tarlau (CWA).  
(Back row) Chris Black (SPEEA-Wichita, KS); Phil Thompson (MPE/SEIU #517M, MI); Curt Howe (NATCA, 
WA); Ann Kazanowski (MPE/SEIU #517M, MI); Roger Logan & Jeff Colvin (UPTE, CA); Mark Schuetz, Joel 
Funfar & Charles Bofferding (SPEEA, WA); Jon Forster (CSTG#375, NY); and Joe Grabowski (ASPEP).

Chapter Updates
APSA – Richard Mahoney reported APSA 
was successful in obtaining disability cover-
age for a member who had been denied such 
coverage by Unum Provident.  The union is 
preparing for contract negotiations.  Issues 
include:  pay & recognition, comp-time, a 
Roth 403(b) option for investment, increase in 
maximum contribution to health-care spend-
ing account, reinstatement of previous bonus 
program, optional increase in long-term dis-
ability protection, option to donate vacation 
to employees in need, and additional holiday 
(Veterans Day).  The union’s quarterly general 
membership meeting provides a mechanism for 
feedback to and from the bargaining unit.

ASPEP – The union has begun formal bargaining 
with Lockheed Martin for a contract that expires 
Sept. 30, reported Steve Covely.  Selective hir-
ing continues at both Lockheed Martin and L-3 
Communications.  ASPEP membership, which 
is voluntary, has remained a constant 80%. 
The union’s Enhanced Membership Assistance 
Program (EMAP) offers degree recognition, a 
legal assistance program, disaster relief, and vari-
ous scholarships awarded in December of each 
year.  The union’s new secure website has been 
well received and is used for negotiations, mem-
bership, grievance activity and overall adminis-
trative purposes.  ASPEP regularly meets with 
management at both employers, to resolve out-
standing grievances as early as possible.  

CWA #1032 – Anil Desai noted New Jersey’s 
governor closed down the state government 
earlier this month, after the constitutional 
deadline to adopt a new balanced budget 
passed without any agreement being reached.  
A point of contention in the shutdown, the 
governor wanted to impose a 1% sales tax 
increase which would help fund state employee 
pensions.  Legislators didn’t want to raise taxes.  
But the budget finally passed and money was 
put into the pension fund.  Once the budget 
passed, and employees returned to work, CWA 
won back-pay for employees for the four days 

lost during the 
shutdown.  

IFPTE #12 – 
Adraine Weber 
(left) and Tonya 
Shuler reported 
Local 12 is tak-
ing a proactive 
approach in 
training union reps, in dealing with manage-
ment, and in their involvement with legisla-
tors. For example, a $10,000 annual material 
budget was negotiated for rep training; manda-
tory monthly training is offered for members 
wishing to serve as union reps; union reps 
receive management training (and are prime 
candidates for promotion into management); 
and a Legislative Director position was estab-
lished at Local 12 to maintain contact with 
legislators.  The union has been working with 

management to reduce the high turnover rate 
among Nuclear Engineers.  They’ve negotiated 
a $12,000 student loan repayment program for 
new employees who stay at Puget Sound Naval 
Shipyard for three years.

MGEC – Dana Wheeler reported his union is 
working with the State of Minnesota to handle 
the loss of technical and historical experience 
occurring due to a relatively high number of 
retirements (about 70 a year).  The State has 
agreed to rehire a small percentage of those 
retiring members on a half-time, temporary 
basis for up to two years.  While maintaining 
95% full membership, Dana suggested unions, 
like MGEC, carefully consider the rhetoric and 
methods they use in framing an issue, so they 
don’t alienate potential members or lose public 
support.  MGEC encourages individual mem-
bers to become politically active, to participate 
and contribute to the discussion, and to vote.  
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Chapter Updates (continued from page 1)

The union does not endorse or contribute 
funds to to any political candidates.

MPE/SEIU #517M – Ann Kazanowski explained 
that politics is a big issue 
for her union, which rep-
resents State of Michigan 
workers.  Elections will 
be held in November for 
Governor.  There are also 
several interesting refer-
endums on the ballot (to 
fund K-16 education, and 
anti-affirmative action).  
Luckily one referendum 
failed to get enough sig-
natures.  Referred to as 
“TABOR” (taxpayer bill of 
rights), it has proved disastrous in states such 
as Colorado (it limits growth of state and local 
revenues to a highly-restrictive formula which is 
insufficient to fund the ongoing cost of govern-
ment).  In Colorado, it has contributed to the 
significant decline in public services; dropped 
the state from 35th to 49th in the nation in K-12 
spending; dropped higher-education funding by 
31%; and low-income children lacking health 
insurance has doubled, making it the worst state 
in the nation.

NATCA – Contract negotiations for technical 
operations engineers continue with the FAA, 
reported Curt Howe.  These engineers are 
fighting a consolidation (from 9 offices down 
to 3), and seeking cost information.  Air traf-
fic controller talks ended in impasse last spring 
despite mediation and legislative actions.  The 
FAA imposed unilateral contract rules on Sept. 
3.  Controller pay was frozen/reduced, and work 
rules worsened.  Controller staffing continues to 
decline as the FAA takes almost no action to fill 
these critical positions.  Curt said the secured 
NATCA website and member bulletin boards 
are very helpful during this time when member 
questions are prevalent and stress levels high.  

IFPTE #21 – Local 21 successfully negoti-
ated a contract with San Francisco contain-
ing some innovative provisions:  Exemplary 
Performance Pay (lump sum of 1% - 2.5% 
for employees at the top of their salary step 
who demonstrate exemplary performance); 
Extended Ranges (opportunity for employees 
working in highest classifications to receive 
salary increase of up to 7.5%); ability to roll 
over Floating Holidays from fiscal year to fiscal 
year, with ability to accrue up to eight days; 
Employee Development Fund (annual pool of 
$500,000 to be used for books, material, travel, 
etc.; unused money can roll over into next 
fiscal year); and continuation of Union/City 
Partnership (with provision to develop guide-
lines for a gainsharing program).  Organizing 
successes continue, as Local 21 welcomes its 
newest unit, the Port of Oakland.

SPEEA, IFPTE #2001 (Puget Sound) – SPEEA’s 
NW Council approved a new Candidate Rating 

System, reported Cynthia Cole.  Interviews were 
conducted with 70 state and federal legislative 
candidates; questionnaires were sent out to all 
candidates, and voting records were reviewed.  

Results will be published 
in an upcoming union 
publication.  Some loose 
ends in last negotiations 
are causing frustration.  
Boeing attempted to 
implement a high-perfor-
mance provider network 
concept, but the meth-
odology was lacking and 
SPEEA challenged it.  The 
Company agreed to delay 
implementation until they 
could develop a system 

that would be satisfactory to everyone involved 
(including the doctors and the union).  The par-
ties also agreed to jointly develop a replacement 
for the current Early Retiree Medical Plan, and a 
voluntary layoff (with benefits) program.  There’s 
been little progress on these issues.

SPEEA, IFPTE #2001 (Wichita) – Spirit 
Aerosystems (which bought Boeing’s Commercial 
Division in Wichita) is attempting to work with 
SPEEA to resolve issues.  The parties have agreed 
“secondary skill codes” will be considered in times 
of layoff.  They are evaluating using secondary 
skill codes to attract new business.  Chris Black 
reported there’s good excitement, enthusiasm 
and hope for the future of Spirit.  The Wichita 
Labor Federation hosted an organizing confer-
ence in Kansas for unions nationwide.  SPEEA 
reps participated; guest speaker was IFPTE’s 
President Greg Junemann, who energized the 
participants, encouraging them to go out and 
recruit and organize.  SPEEA recently published 
new salary charts, which are valuable tools for 
employees.  Judi Hurd noted SPEEA’s WTPU 

unit in Wichita remains the only SPEEA unit not 
covered by the Boeing Employee Incentive Plan.  
A separate “Wichita Incentive Plan” was negoti-
ated for WTPU, but has yet to yield a payout.

UPTE – Roger Logan and Jeff Colvin reported 
there are two main issues with which UPTE has 
been dealing concerning removing employees 
from the protections of union collective bargain-
ing contracts.  One of these issues concerns the 
University’s continual practice of reclassifying 
employees out of represented units.  The reclas-
sified employee continues to do essentially the 
same job, at the same location, and often (but 
not always) with the same pay – but the job 
title changes so that the employee is no longer 
in the represented unit.  The other main issue 
revolves around the bidding for contract with 
the Department of Energy to manage LLNL 
(Lawrence Livermore National Lab), which will 
have the effect of removing all employees at 
LLNL from the union protections afforded by 
California law.  On this last issue (privatizing the 
labs under a “for-profit” corporation), the union 
has raised national security concerns.

WashTech – The union has concerns over clas-
sification of employees at Cingular Wireless, 
noted Marcus Courtney.  They are titled 
“Customer Service Rep Level 1” no matter what 
their level of expertise.  New employees have no 
experience being organized, and are blaming the 
union.  WashTech is working with SPEEA to 
research issues relating to foreign worker visas 
(e.g., H-1B, L-1, etc.)  Using foreign worker 
visas to import educated workers and pay them 
less than market wages devalues American intel-
lectual capital, and exploits the foreign workers.  
The unions will be pressing Congress to issue 
the annual H-1B report (which has not been 
done for the past three years) and to provide 
funding to enforce existing laws.

Prof. Ron Hira speaks on the 
Offshoring of Engineering jobs 
and the Impact on Policy Dialogue
CESO was pleased to 
welcome guest speaker 
Ron Hira, Professor at 
Rochester Institute of 
Technology (and this 
year, while on sabbatical, 
is a Research Associate 
with the Economic Policy 
Institute in Washington, 
DC working on high-
skill immigration issues 
and innovation & com-
petitiveness policy).

Ron is a recognized 
expert on offshore outsourcing, and author of the 
book “Outsourcing America:  What’s Behind our 
National Crisis and How we can Reclaim American 

Jobs” (published by 
American Management 
Association).  The book 
was a finalist in the best 
business book category 
for the PMA’s Benjamin 
Franklin Awards.  In 
2006, Ron received the 
IEEE-USA President’s 
Special Citation Award 
“for furthering pub-
lic understanding of an 
economic trend that has 
profound implications 

for the engineering profession through his book 
Outsourcing America.”

He earned a BS and MS degree in Electrical 

(l to r) Steve Reck, Ann Kazanowski 
& Phil Thompson (MPE/SEIU #517M)

CESO Chair David Novogrodsky (left) greets guest 
speaker Professor Ron Hira.

(continued on page 4)
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“Contractors and outsourcing” discussed
The contract topic selected by the Executive 
Committee for discussion at this meeting was 
"Contractors and Outsourcing”.

 For APSA, The Aerospace Corporation 
minimizes outsourcing or subcontracting of 
technical staff (bargaining unit work).  Most 
“contract” employees performing technical staff 
work are casual employees who were formerly 
full-time employees.  When such employees 
exceed the 1000-hour annual limitation for 
casual employees, they become “consultants” 
so they can continue working and drawing 
their pensions. All direct employees  must be 
U.S. Citizens.  

 For ASPEP, at both Lockheed-Martin and 
L-3 Communications, management attempts to 
limit contract (non-bargaining unit, or NBU) 
engineers to 8%, but may exceed that number 
to secure new business.  Before hiring NBU 
Engineers, HR notifies the union of the nature 
of the assignment and classification level.  The 
union is provided a copy of NBU Engineers’ 
resumes.  A committee (comprised of three com-
pany and three union reps) meets once a month 
to review the list of NBU Engineers and dis-
cuss any problems arising from such utilization.  
    In the event of a reduction in engineering staff, 
NBU Engineers are displaced by qualified bar-
gaining unit members who have received a layoff 
notice.  The Company also agrees the require-
ment of a security clearance will not disqualify a 
BU Engineer from replacing an NBU Engineer 
(the NBU Engineer may be retained until the BU 
Engineer receives the necessary clearance).

 Engineers represented by CWA Local 1032 
are covered by State of New Jersey laws.  
Before entering into a contract to privatize 
work, the State has agreed to provide detailed 
accounting of all costs, with a comprehensive 
cost analysis on the work to be privatized.  An 
independent auditor may review to determine 
if cost savings will be made.  If not, no out-
sourcing can occur.

 State of Minnesota engineers represent-
ed by MGEC have no contract language to 
prohibit contracting out services otherwise 
done by those engineers.  Layoff language 
requires hiring from the layoff list before 
any other.  However, MGEC has not experi-
enced layoff of any members in recent history.  
    Minnesota law provides guidelines and limita-
tions on contracting out.  The commissioner is 
required to issue yearly reports, sorted by agency 
and by contractor, and showing the aggregate 
value of contracts issued by each agency and 
issued to each contractor.  Due to funding for-
mulas in Minnesota, there is always more money 
readily available for contracting out than there 
is for increases in pay or hiring new engineers 
under state employment.  Consequently, con-
tracting out is common and of such magnitude 
that tracking it is virtually impossible.  

 Contract language was negotiated by NATCA 
(for FAA engineers):  “If the Employer decides 

to initiate a review to determine if work current-
ly performed by the bargaining unit employees 
should be contracted out, the Union shall be 
invited to participate in the review...  Prior 
to finalizing a decision to contract out such 
work, the Employer shall negotiate with the 
Union to the full extent required by this agree-
ment, and any other applicable authorities.”
   At the national and local level, the NATCA 
engineering bargaining unit is two-thirds con-
tracted-out through two different branches of 
Parsons, Inc.  Last Fall, the FAA performed the 
largest, non-military outsourcing in federal-
sector history when it outsourced flight service 
stations in the continental U.S. to Lockheed-
Martin.  With over $1.9 billion in outsourc-
ing from FAA Headquarters, management is 
concerned that there is too much outsourcing 
particularly in the area of engineering. 

 Employees of the City of Battle Creek, 
Michigan, represented by SEIU Local 517M, 
have contract language allowing the City to 
contract out work normally performed by Unit 
employees which, in the City’s judgment, it 
does not have the manpower, equipment, facil-
ities, or ability to perform or cannot perform 
on an efficient economical basis with the exist-
ing workforce.  The City will give the Union 
a two-month written notice of any intent to 
contract.  If the City’s decision results in elimi-
nation of positions covered by the Agreement, 
the City meets with the Union to negotiate the 
effects on employees.
   Similar language covering Saginaw County 
Community Mental Health Authority employ-
ees requires 30-day advance notice.  And, State 
of Michigan Public Employment Relations Act 
336 of 1947, covering public school employ-
ees, states: the decision of whether or not to 
contract with a third party for one or more 
noninstructional support services shall not be 
subject to collective bargaining.

 SPEEA’s contracts covering Boeing engi-
neers and technical workers note that the par-
ties recognize contract personnel are a practical 
source of timely skilled “temporary” labor.  The 
parties further acknowledge limitations in the 
use of contract personnel during workforce 
reductions, or when laid-off employees are on 
priority recall status.  The Union is notified of 
the basis for the need, the approximate number 
and skill codes of contractors required. A joint 
committee provides review. Direct employees 
(without documented performance deficien-
cies) can't be laid off if contractors hold the 
same skill code.

 WEU (SPEEA-Wichita) Boeing engineers 
have language providing quarterly labor/man-
agement business meetings to share informa-
tion about Company business plans such as 
workforce planning, business outlook, facil-
ity and safety issues, subcontracting, surplus 
activities, employment of contract engineers 
and other areas of interest as agreed to by the 
parties.

 The contract for WEU and WPTU employ-
ees working at Spirit Aerosystems in Wichita 
provides:  the Company and Union agree that 
subcontracting market access/offset agreements 
or other assignments of work may be a part 
of the Company’s business strategies.  The 
Company will provide the Union with advance 
notification and the opportunity for discussion 
concerning significant movement of work.

 UPTE members are facing contracting out 
(competitive bidding) of their entire operation 
at Lawrence Livermore National Laboratory.  
Through a competitive bidding process, the 
Department of Energy has already selected a new 
private contractor to run the Los Alamos National 
Laboratory. UPTE believes this is a direct threat 
to the lab’s national security mission. 

 WashTech’s contract at Cingular Wireless 
provides:  It is the Company’s general policy 
that traditional wireless work will not be con-
tracted out if it will currently and directly cause 
layoffs or part-timing of regular employees in 
the bargaining unit.  It is the general policy 
of the Company to have employees within 
the bargaining unit perform bargaining unit 
work … to provide notice to the Union when 
contracting is anticipated to last more than 90 
days, and to discuss the reasons for such con-
tracting … and to consider the use of Union-
represented contractors.

 IFPTE Local 21 has one agreement with 
the City of San Francisco covering 30 differ-
ent bargaining units.  Two sections relate to 
contracting out.  The City Charter states civil 
service work should be done by civil service 
employees.  If a department wants to contract 
out work through a professional services con-
tract, the bargaining agreement has a lot of 
oversight built in, with information provided 
to the Union in advance.  So far, the Union has 
been pretty successful.  A lot of work still goes 
out, but it has slowed down in the 20 years 
the union has had those contract provisions.  
   A Capital Projects Addendum is attached to 
Local 21’s agreement with the City & County 
of San Francisco, relating to restoring the City’s 
aging water system.  It states the parties desire 
to establish specific and unique terms and 
conditions of employment to ensure the City’s 
capital projects are completed with utmost 
quality, with in-house staff to the greatest 
extent possible, and on-time and on-budget.  A 
joint committee monitors the contract.

 Guest Jon Forster’s CSTG Local 375 con-
tract, covering City of New York employees, 
states contracting out work shall be referred to 
the Labor-Management Committee for discus-
sion.  NYC law provides, prior to soliciting con-
tract bids for work that would displace any city 
employee, the agency will determine the costs 
incurred and the benefit derived from perform-
ing the service. The agency shall also perform a 
comparative analysis of the costs expected to be 
incurred and the benefits expected to be derived 
from providing the service with city employees.  
The statute does not require the agency to keep 
the work in-house even if the cost comparison 
proved favorable to the union.  
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CESO member units and the 
companies with represented employees:

Aerospace Professional Staff 
Association (APSA) 

The Aerospace Corporation, CA

Association of Scientists & Professional 
Engineering Personnel (ASPEP)

Lockheed-Martin, Moorestown, New Jersey
L3 Communications, Camden, NJ

Communications Workers of America
(CWA), Local 1032, AFL-CIO 

State of New Jersey

Int’l Federation of Professional & Technical
Engineers (IFPTE), Local 12, AFL-CIO, CLC

Federal employees at 
Puget Sound Naval Shipyards

Michigan Public Employees (MPE), 
SEIU Local 517M  
State of Michigan

Minnesota Government 
Engineers Council  (MGEC)

State of Minnesota professional engineers

NATCA Region 10, AFL-CIO
Federal aviation engineers (FAA)

Professional and Technical Engineers, 
IFPTE Local 21, AFL-CIO (PTE #21)

City / County employees of San Francisco & East Bay

Society of Professional Engineering 
Employees in Aerospace (SPEEA), 

IFPTE Local 2001, AFL-CIO, CLC
The Boeing Company, nationwide 

and Triumph, Spokane WA

SPEEA Midwest (WEU & WTPU),
IFPTE Local 2001, AFL-CIO, CLC

The Boeing Company, Spirit Aerosystems in 
Wichita, KS and BAE Systems, Irving TX

University Professional & Technical 
Employees (UPTE), CWA Local 9119 

University of California’s Livermore, Berkeley 
& Los Alamos National Laboratories

Washington Alliance of Technology 
Workers (WashTech), 

CWA Local 37083, AFL-CIO

Address all communication to 
The CESO office: 

15205 52nd Ave S • Seattle, WA 98188
Attention: Charles Bofferding

(206) 433-0991
e-mail: ceso@usa.net

Editor:  Robbi Alberts
ralberts@reachone.com

Visit CESO on the web at www.cesounions.org

CESO Officers

Executive Dir. Charles Bofferding (SPEEA)

Chair Phil Thompson (MPE/SEIU 517M)

Vice Chair Jimmy Tarlau (CWA)

Sec/Treas. Curt Howe (NATCA)

Legislative Dir./Private Sector
Joe Grabowski (ASPEP)

Legislative Dir./Public Sector
Dana Wheeler (MGEC)

_________
General Counsel Kristin Farr (SPEEA)

Engineering, and a PhD in Public Policy.  He 
worked as an engineer in private industry, 
taught graduate electrical engineering courses 
at George Mason University, and was a con-
sultant for both government & private indus-
try (U.S. Department of Treasury Executive 
Institute, Rand Corporation, National Research 
Council, Enterprise Integration Inc., Deloitte & 
Touche, General Motors, and Newport News 
Shipbuilding).  He has testified before Congress 
on implications of offshore outsourcing; has given 
over 80 invited presentations on the subject; and 
has appeared on news programs and in magazines 
and newspapers about offshore outsourcing.

What is the future impact if high-skilled, high-wage 
jobs go offshore?  Ron doesn’t think the answer is 
clear-cut, as many of the pundits would say.  The 
actual economic theory is much more ambiguous 
than most people realize.  Even at the macro-level, 
we are not guaranteed a “win-win” as companies 
take the latest tools and technologies to low-
cost labor in India and China.  Ron noted, we 
haven’t had a deliberative public discussion on 
this.  Whether we prosper or not depends on 
how we respond to this phenomena.  Politicians 
have collectively decided not to do anything in 
response to offshoring.  Educational institutions 
have done very little; they have started to respond 
a little since enrollments are down, but haven’t by 
and large done anything.  There are a number of 
bills in Congress right now that bump up R&D 
a little, but they aren’t the answer.  

Why do companies utilize overseas talent?  There 
are a lot of reasons:  politics, access to the 
local market, tax initiatives, lower labor costs, 
etc.  The most important, though, is that the 
fate of U.S. workers is no longer figuring into 
U.S. corporate decisions.  This should shape 
the way we think about policy responses.  It’s 
different from the way we designed policy in 
response to competition from Japanese manu-

facturing – then the big three (including the 
workforce) were more on the same page.  Now 
they are attempting to adopt a business model 
by abandoning their U.S. labor.  The responses 
by business will be very different because 
corporate bosses have changed their view of 
workers as a staple.  Bluntly put, the executives 
aren’t compensated by how many U.S. workers 
they have.  We can’t just adopt lean production 
systems like we did in response to the Japanese.  
It’s a tougher problem, especially because com-
panies are taking the latest tools and technolo-
gies to the low-cost labor overseas.

How much work has moved offshore?  The true 
answer is, no one really knows what the numbers 
are.  Worse, not only the government is not collect-
ing data, but the political appointees are rewriting 
analyses done by civil servants to overstate the ben-
efits and understate the costs of offshoring.  There’s 
a lack of interest by the politicians currently in 
control.  We do know that many high-skill, high-
wage jobs are being offshored.

What can we do about offshoring?  There’s a real 
need for creative policy solutions.  Dialogue has 
been short-circuited at the Federal level because 
business and academic leaders have excluded 
groups that represent workers.  But opportuni-
ties still exist at the state and local levels.  We 
need to recognize that government is not coming 
to help any time soon (and may even harm our 
opportunities).  We should track trends through 
networking (companies may issue misleading 
information) … Provide input to policymakers 
(write letters to your elected representatives) … 
Manage your career – be positive and creative.  
Offshoring is fundamentally a workforce story.  
We have to figure out how to differentiate our 
labor, and there isn’t a single silver bullet.

Ron can be contacted at:  rhira@mail.rit.edu, 
phone (757) 564-0215, cell (703) 786-4472.

Farewell to CESO’s Chairman
David Novogrodsky was given a rous-
ing farewell at this Fall CESO meeting.  

David spent 25 years with IFPTE 
Local 21 in San Francisco, watch-
ing that union grow from ~500 San 
Francisco-based members to nearly 
7,000 today in public agencies that 
ring the Bay Area.  Shortly after hiring 
on in 1981, David brought his union 
into CESO, becoming its first AFL-
CIO affiliated union.  Now, many 
unions in CESO are affiliated with 
an international, while we continue 
to include independent engineer-
ing unions.  David’s leadership and 
knowledge of the labor movement 
have been a true asset to CESO over the years, and his mentoring will be missed.  We wish 
him well in his new endeavors!

A new slate of officers was elected at this meeting.

Phil Thompson (left) listens while Jimmy Tarlau (center) 
roasts David Novogrodsky

Prof. Ron Hira speaks on the Offshoring of Engineering 
jobs and the Impact on Policy Dialogue (continued from page 2)


