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AFA Bonus Scorecard History 

Dear Flight Attendants, 

 

With the upcoming Bonus check this March 1, 2022, it’s probably a good time to examine 

how we flight attendants came to participate in a program that rewards us even in times of 

recovery and no profits. It all started back in…... 

 

2004 

Our AFA Contract became amendable. The Contract ran from May 1, 2001 through November 1, 2004. This 

year also saw Hawaiian Airlines preparing to enter Bankruptcy. All the Unions began negotiations with 

management in an attempt to lock in the majority of the 2001-2004 Contract work rules and benefits before 

entering bankruptcy and possibly having a Contract imposed on us by the Bankruptcy Court. 

 

January 2005 

AFA strikes a Tentative Agreement (TA) with the company on a new Contract which, if approved by the 

membership, would have a new amendable date of November 1, 2007. This TA contained concessions in 

Training Pay, Extended Range (ER) staffing, Medical/Dental modifications, etc.  

 

It was with this TA that 2 of the 3 Bonus Programs we flight attendants have now, were 

negotiated in return for the concessions given. These bonuses included: 

 

1. Performance Bonus - every four months based on meeting goals set for on-time, safety, sick 

call/injury, etc. and 

 

2. Profit Sharing Bonus - this plan would pay a bonus based on profits from the previous year. This calculation 

was done after the first $15 million in profit and paid to each flight attendant based on their W-2 wages for that 

previous year.  

 

The company had a new owner lined up and needed AFA to eliminate the “Change in Control” provisions in 

our SCOPE language in Section 1 of our Contract. In exchange for allowing an ownership change, each flight 

attendant was issued equity in the form of company stock. This was to be made in 3 installments, directly into 

our individual 401k plan. 

 

Pay raises were secured as well, placing Hawaiian flight attendants above United as they gave massive 

concessions at this same time to save their carrier. However, the membership rejected the tentative by an 

extremely slim margin. The bankruptcy judge indicated he would impose a Contract that both sides would not 

like if the two sides could not forge an acceptable agreement.  

 

February 2005 

AFA and Hawaiian reach a slightly revised Tentative Agreement that eliminated the concession in Training Pay 

and a few other minor tweaks while maintaining the 2 new Bonus Programs and pay raises. This time the TA 

passed, and the new Contract would become amendable on November 1, 2007. 

 



 

 

I N F L I G H T  S A F E T Y  P R O F E S S I O N A L S  

 

2009 

AFA continues negotiations for a new Contract. Since airline contracts never expire, the last pay raise was on 

November 1, 2007.  The economic environment was still terrible for the airline industry, and every Union at 

Hawaiian was in negotiations at the same time. Given the bleak outlook, AFA thought it best to just do a quick 

Extension Contract and punt the negotiations for better days in the future. 

 

The feeling was that we would do a quick two-year extension and try to revisit the Contract in 2011. In return 

for labor peace with the company, our Negotiating Committee (NC) asked for modest raises of 3% for February 

2009 and another 3% for February 2010. However, the company countered with only 1% each year. Eventually, 

the two sides settled on 2% for each year with a brand-new concept to capture the extra 1% the AFA sought: 

participation in the Management’s Performance Bonus Program. 

  

Flight attendants were often critical when the company management would walk away with large bonuses that 

were much greater than any other worker would receive, even in lean years of profitability. AFA wanted “in” on 

Management’s Incentive Compensation Program, so that if management would get a bonus, so would the flight 

attendants. 

 

The AFA NC then agreed to take the 1% missing from our original request and put it into “play” with 

management’s performance bonus. Thus, if management did not meet their goals and not get a bonus that year, 

then the flight attendants’ 1% would not pay out either. However, if management were to meet their goals, then 

our 1% would be plugged into their Balance Score which was used to measure their success and we would 

qualify for a bonus that year between 1%-2% of the previous year’s W-2 wages. This was the origin of our 3 

Incentive Compensation Program. (This is the same program that management calls the Performance Bonus 

in their recent communication to us.) 

 

The extension Contract of 2009-2011 also saw the Profit Sharing Bonus Program begin from the 1st dollar of 

profit, whereas before the calculation began after the first $15 million in profit. 

 

March 2022 – And this is the history behind how this bonus we are getting on March 1, 2022 evolved. It may 

seem peculiar that a bonus is being given out when the company did not make a profit last year. However, if 

you wander back to 2009, you can see the foresight of the AFA in determining it was only right that if 

management gets a bonus, then so should we.  It is important now to remember the contributions made by those 

in our Union, both past and present, who helped to secure a better and more just future for us all. 

 

 

Look here ➔ All three Bonus Programs are outlined in our 2020 Contract in Section 34-21 (Bonus 

Compensation Provisions) 

 

Click here ➔ Click here to view a quick video on the history of this Bonus Program 

 

 

 

In Unity, 

 

Ka’imi Lee 

Negotiating Committee Chairperson 
 

https://video.wixstatic.com/video/6bd049_a7923bb9f4a64af1a2134b278c88429a/1080p/mp4/file.mp4
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