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             President's Corner

As workers around the U.S.  
organize, SPEEA is constrained
By Ryan Rule, SPEEA President

SPEEA is a unique labor union in many ways. 
Members are highly educated. The aerospace 
products we design and engineer leave little 

margin for error. We are also unique because 
SPEEA members work at only three companies 
– The Boeing Company, Spirit AeroSystems, 
and until the facility closes in the near future, 
Triumph Composite Systems in Spokane.
Members at only three companies. It wasn’t always 
that way. Years ago, before a constitutional change 
in 2000 restricted our ability to organize outside 
Boeing, SPEEA could respond positively to 
workers from other aerospace companies seeking 
union representation. Not today. Constrained by 
our own governing documents, SPEEA must tell 
workers at other companies: “Sorry, we can’t help 
you gain the union protections you deserve.”
A review of the SPEEA constitution makes it 
appear there is a path to organize workers at 
other aerospace companies. This is accomplished 
by first getting approval from all SPEEA 
members. Under this provision, SPEEA could 
spend the money and effort for an all-member 
vote, effectively giving the targeted company a 
“heads up” to start anti-union efforts. If members 
vote positively, an organizing campaign starts. 
Unfortunately, this process is not a prescription 
for success. Given the increased likelihood of a 
subsequent failed effort due to early publicity, the 
result is that we’d very likely just be wasting staff 
and volunteer time as well as actual members’ 
dues money for the vote, regardless of its outcome.
SPEEA’s constitutional constraints are certainly 
unfortunate for professional aerospace workers at 
other companies seeking union representation. In 
recent years, it is increasingly apparent how these 
constraints also impact our relationships with our 
employers, as well as our ability to bargain better 
contracts for existing members. 

We’ve all watched over the years as our employers 
outsourced engineering, technical and pilots’ 
work to other companies. Worse is work which is 
contracted or purchased from aerospace suppliers 
from the beginning. Since 2013, outsourcing and 
work transfers were factors in SPEEA losing more 
than 9,000 members. These former members 
often take new jobs at other companies where 
they lack the benefits and protections of union 
representation. 
While SPEEA faces this dilemma of expanding 
beyond our existing companies, there is ample 
evidence the environment for union organizing 
in the U.S. is the best in decades. Almost 
daily, SPEEA NewsClips includes stories of 
organizing successes. A $4 million anti-union 
campaign failed to dissuade Amazon workers 
on Staten Island from voting in favor of forming 
a labor union – the first at Amazon. Workers 
at more than 220 Starbucks locations in 26 
states are seeking union votes. Recent votes at 
Starbucks in Boston, Pittsburgh and Eugene, 
Oregon saw workers cast unanimous votes for 
union representation. Workers at Recreational 
Equipment Incorporated (REI) in New York 
recently voted to join the ranks of organized 
labor. Workers at an Apple store in Atlanta will 
soon vote on forming a union. 
The wave of union organizing includes 
professionals. Recent years saw non-profit 
professionals join IFPTE. In March, doctors 
at Piedmont  Health Services Inc. in North 
Carolina voted to join the more than 42,000 
physicians in the U.S. who are members of a 
labor union. 
Your Executive Board, Council officers 
and union staff are closely watching our 
employers’ efforts to limit our power. We are 
also working to determine the best course of 

action to maintain and expand SPEEA’s own 
inf luence and power. Among our options is a 
constitutional referendum to return SPEEA’s 
ability to expand beyond our current three 
employers. 
Times have changed. What may have seemed like 
a good idea two decades ago to keep our focus 
on Boeing is now a constraint on our ability to 
bring the benefits of union representation to 
aerospace professionals at other companies and 
prevents us from expanding our own influence 
to secure gains for existing members.
Our employers adapted to the changes time 
brought. Now it’s time for SPEEA to change. 

Chart #21A

Min Mkt Ref High Mkt

Level 1/A 0 - - - - - - - - - - - - - - - - - - - - - - - - - - - $57,000 $76,000 $95,000

Level 2/B 4 28.8 3.3 $96,665 1.086 $2,881 3.1% $94,790 $97,210 $98,104 $67,000 $89,000 $111,500

Level 3/C 8 31.5 7.4 $111,185 1.020 $3,687 3.4% $106,120 $111,028 $117,391 $82,000 $109,000 $136,500

Level 4/D 15 42.6 15.3 $145,271 1.068 $4,297 3.1% $132,294 $145,087 $159,152 $102,000 $136,000 $170,000

Level 5 17 53.8 26.6 $189,885 1.151 $5,387 2.9% $171,944 $193,050 $202,943 $124,000 $165,000 $206,500

Level 6 5 56.7 28.1 $218,292 1.114 $6,480 3.1% $208,700 $215,340 $230,932 $147,000 $196,000 $245,000

Chart #21A Total 49 45.0 18.3 $158,667 1.095 $4,683 3.1% $106,380 $155,815 $208,530 - - - - - - - - -

Avg 
Salary

Avg $ 
Incr

Avg % 
Incr

Date of Data 

Feb 26, 2021

February 26, 2021 Salary Review for SPEEA Professional Unit

Salary Distribution by Level for BCA-6E3G - Flight Engineering - Configuration Design Engineer
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Lvl5/6 Lvl 4/D Lvl 3/C Lvl 2/B Lvl 1/A Chart #11A

Min Mkt Ref High Mkt

Level 1/A 0 - - - - - - - - - - - - - - - - - - - - - - - - - - - $52,850 $75,500 $94,400

Level 2/B 9 27.6 4.5 $75,389 0.868 $3,761 5.3% $73,830 $75,350 $77,100 $60,750 $86,800 $108,500

Level 3/C 8 43.7 15.9 $98,081 0.919 $4,156 4.6% $89,635 $97,650 $107,170 $74,750 $106,800 $133,500

Level 4/D 4 58.2 32.6 $132,238 0.960 $3,750 2.9% $129,145 $132,575 $135,060 $96,450 $137,750 $172,200

Level 5 0 - - - - - - - - - - - - - - - - - - - - - - - - - - - $113,100 $161,600 $202,000

Level 6 0 - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -

Chart #11A Total 21 39.6 14.2 $94,862 0.905 $3,910 4.6% $74,250 $90,550 $132,050 - - - - - - - - -

Avg $ 
Incr

Avg % 
Incr

Date of Data 
Jul 2, 2021

July 2, 2021 Salary Review for SPEEA WEU
Salary Distribution by Level for Spirit - WEU - KZ - Tool Engineer
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Chart #94A

Min Mkt Ref High Mkt
Level 1/A 0 - - - - - - - - - - - - - - - - - - - - - - - - - - - $42,500 $56,500 $71,000
Level 2/B 9 44.8 11.1 $82,610 1.206 $2,666 3.4% $71,449 $85,655 $92,268 $51,500 $68,500 $86,000
Level 3/C 39 52.4 20.3 $102,725 1.334 $2,988 3.0% $92,427 $102,490 $113,527 $58,000 $77,000 $96,500
Level 4/D 28 57.6 28.2 $128,556 1.428 $3,864 3.1% $118,736 $128,999 $136,832 $67,500 $90,000 $112,500
Level 5 1 - - - - - - - - - - - - - - - - - - - - - - - - - - - $75,500 $100,500 $126,000
Level 6 0 - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -

Chart #94A Total 77 53.3 22.1 $110,374 1.355 $3,288 3.1% $88,842 $108,555 $133,297 - - - - - - - - -

Avg 
Salary

Avg $ 
Incr

Avg % 
Incr

Date of Data 
Feb 26, 2021

February 26, 2021 Salary Review for SPEEA Technical Unit
Salary Distribution by Level for BDS-6H6G - Def - Ops Integration & Support Engineering - Manufacturing Planner
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This pie chart shows the budget for the new Fiscal Year (FY) estimated expenses. 

SPEEA leaders approve  
fiscal year budget
After multiple votes by SPEEA elected 

leaders, the SPEEA Fiscal Year (FY) 2023 
budget is now final.

The budget is a map of anticipated expenses 
for the coming year. Throughout the year, the 
Executive Board oversees the budget, authorizes 
expenses and applies mid-course corrections as 
needed. 

 Budget steps
To prepare the FY 2023 budget, SPEEA 
Executive Board Treasurer Shaunna Winton 
and Dan Nowlin, current treasurer, along with 
other Board members, worked with SPEEA 
Comptroller Pauline Tamblyn. 

The budget process started with Council officers 
connecting with committee officers to submit 
proposed budgets for the new fiscal year with 
estimated costs for activities and training.

After mapping out proposed budgets with the 
Executive Board and Tamblyn, the Council offi-
cers hosted ‘meet the budget’ events for Council 
Reps, committees and interested members to 
ask questions. These meetings were for both the 
regional and SPEEA Council budgets prior to 
the Council votes. 

After Council Reps voted to approve the regional 
and SPEEA Council budgets, Tamblyn worked 
with the Executive Board to incorporate the 
Council budgets into the overall SPEEA budget. 

Following a final ‘meet the budget,’ the SPEEA 
Council voted unanimously to approve the 
SPEEA budget March 10. 

 

 Pie chart categories
• Contract enforcement – includes legal 

fees, arbitration expenses, negotiations, 
visibility items and meetings with 
members.

• Administration – includes accounting/
finance, Information Technology and 
computers. 

• Union governance – includes and 
expenses supporting the Councils, 
Council officers, Executive Board, Tellers, 
Judicial Review Committee (JRC) as well 
as most Council committees, work related 
to SPEEA's governing documents and 
affiliation costs for state and county labor 
federations. 

• Communications/website – includes 
printing and postage costs, website, visibil-
ity items and NewsClips along with and 
other related services.

• Uncategorized – includes membership 
activities, training not covered in other 
ways, conventions and activities not 
related to legislative and labor support. 

• Legislative – includes expenses related to 
working with federal, state and/or local 
governments on behalf of issues identified 
as SPEEA priorities. No dues are donated 
to political candidates or parties.

Note: Staff, training and organizing are included 
in multiple categories.
For those interested in more details regarding 
SPEEA’s finances, check out the annual report by 
an independent auditing firm, which is scheduled 
to appear in the August Spotlite.

•Contract Enforcement   36%

•Uncategorized 11%

•Communications      11%

•Legislative   2%

•Administration   20%

•Union Governance 19%

SPEEA 2022/23 Budget

•Communications/website
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INTERNATIONAL FEDERATION  
O F P R O F E S S I O N A L A N D  
TECHNICAL ENGINEERS

This is the fourth plan year with the Health 
Savings Account (HSA) Qualified High 
Deductible Health Plans, along with 

substantial employer HSA contributions and 
the potential $1,500 transition bonus. The plan 
benefits have not changed, so the deductibles, out-
of-pocket maximums, co-pays and co-insurance 
amounts all remain the same as last year.  

For WEU-represented employees enrolling in the 
Green, Blue or Orange Plans, you can opt for the 
Concierge Primary Care (CPC) discount of 5%. 
The CPC Primary Care Network option reduces 
the Green Plan to 17% and the Blue and Orange 
Plans to 15%.
There are no changes to dental or vision options 
or premiums from the 2021-2022 plan year.

Effective with the first pay period after June 30, 

the company will contribute 50% of the applica-
ble deductible into the employee’s HSA for those 
who enroll in the Green or Blue Plans for the 
remainder of the contract. The Orange Plan is 
funded the same as the Blue Plan. 
Additionally, employees enrolling in the Green, 
Blue or Orange Plans receive $1,500 as a tran-
sition bonus. The additional transition bonus 
is paid on the first full pay period 90 days after 
the start of the plan year and may be deposited 
directly into the employee’s HSA or taken as a 
lump-sum cash payment. 
If contributed to the employee’s HSA, employer 
contributions are not subject to federal or Kansas 
state income tax. If taken as a lump-sum cash pay-
ment, the amount would be subject to federal and 
state income tax.

WEU contributions per paycheck
Green Blue Orange
22%* 20%* 20%*

Employee $66.01 $45.81 $36.04
Employee & Spouse $132.02 $91.61 $72.07
Employee & Child(ren) $132.02 $91.61 $72.07
Full Family $198.03 $137.42 $108.10

*Green, Blue and Orange Plan employee contributions may be reduced 5% by enrolling in the optional CPC network.

WEU Spirit funds available for HSA* Green Blue Orange
Employee $2,250 $2,750 $2,750
Employee & Spouse $3,000 $4,000 $4,000
Employee & Child(ren) $3,000 $4,000 $4,000
Full Family $3,000 $4,000 $4,000

*Amounts include the $1,500 transition contribution.

What to know if you are in the Wichita  
Technical and Professional Unit (WTPU)
This is the third plan year with new medical 

premiums along with substantial employ-
er Health Savings Account (HSA) con-

tributions. The plan benefits have not changed, 
so the deductibles, out-of-pocket maximums, 
co-pays and co-insurance amounts all remain 
the same as last year.    
In accordance with the WTPU contract, the Blue 
and Orange Plans remain at 20%, but the Green 

Plan increases to 22% for this year and through 
the end of the current WTPU contract. 
The Core and Enhanced Plans are no longer 
WTPU enrollment options. 
There are no changes to dental or vision options 
or premiums from the 2021-2022 plan year.

 
Action  required

 Special section: Spirit AeroSystems open enrollment May 2 - 12

WICHITA – Open enrollment is the 
only time of the year to make routine 
changes to your health care plan 

unless you have a qualified status change during 
the year. The 2022-2023 plan year enrollment 
is “active” enrollment, meaning employees must 
take action in order to have benefits. 

Employees may enroll online at www.myspirit-
benefits.com, by phone (1-877-459-3345), or by 
using the “Spirit Benefits On The Go” app from 
the Google Play or Apple store. Registration 
password: spiritapp789.

(Articles written by Matt Kempf, CFP®, CEBS, SPEEA 
senior director of compensation and retirement.)

What to know if you are in the Wichita  
Engineering Unit (WEU)

SPEEA WEU/WTPU
Open enrollment  
seminar online

www.speea.org
Drop-down menu:  

Medical & Retirement

Honoring 
Memorial Day  
The U.S. celebrates Memorial Day to honor 

all those who died in service to the United 
States during peace and war. 

SPEEA offices will close Monday, May 30, in 
recognition of the federal holiday.

In SPEEA contracts for Boeing Profs and Techs 
and Spirit AeroSystems’ represented employees, 
overtime is voluntary on a holiday or the weekend 
which precedes or follows a holiday. This includes 
Memorial Day weekend.

Continued on page 4

Spirit open enrollment: Optional network  
for both WEU and WTPU .................................................P4
Prof and Tech salary charts for 2022 .......................P5-8
Share your passion – teach a class for Ed Wells ......P9
SPEEA Aerospace Career Enhancement (ACE): 
Upcoming virtual ACE classes.................................... P10
New ACE staff: Former Boeing engineer advocates  
for underserved to pursue educational goals ............P10
Council Reps recruit and welcome  
17 new Area Reps ........................................................... P11
New Northwest Council secretary ............................ P11
Worklife – Watch carefully because  
Boeing is not .................................................................... P12
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Effective with the first pay period after June 30, 
the company will make 75% of the applicable 
deductible available to the employee. The Orange 
Plan HSA is funded the same as the Blue Plan 
HSA. For the WTPU only, amounts will be 
contributed to the employee’s HSA unless the 
employee chooses to receive the contribution in 

a lump-sum cash payment. 
If contributed to the employee’s HSA, employer 
contributions are not subject to federal or Kansas 
state income tax. If taken as a lump-sum cash pay-
ment, the amount would be subject to federal and 
state income tax. 

WTPU contributions per paycheck
Green Blue Orange
22% 20% 20%

Employee $66.01 $45.81 $36.04
Employee & Spouse $132.02 $91.61 $72.07
Employee & Child(ren) $132.02 $91.61 $72.07
Full Family $198.03 $137.42 $108.10

WTPU employer contributions 
 (HSA or cash) Green Blue Orange

Employee $1,125 $1,875 $1,875
Employee & Spouse $2,250 $3,750 $3,750
Employee & Child(ren) $2,250 $3,750 $3,750
Full Family $2,250 $3,750 $3,750

Concierge Primary Care

Optional network for both WEU and WTPU
WICHITA - W EU or W TPU-

represented employees must also elect 
a primary care network. Employees 

can choose the full Aetna network or the limited 
Concierge Primary Care (CPC) network. 

 Concierge Primary Care
Spirit partnered with Ascension Via Christi to 
provide a clinic with physicians to serve the primary 
care needs of Spirit employees and dependents 
of Spirit employees who enroll in the optional 
network. The onsite clinic is at 31st St. and Oliver. 
Via Christi will continue to stand up additional 
remote locations. Another remote location is a west 
side clinic.

 What you gain
If elected, the CPC network option will reduce 
employee’s paycheck contributions. For the 2022-
2023 plan year, the premiums will be reduced 5%. 
This would save a family enrolling in the Blue 
Plan $824.64 per year.
In addition to the paycheck savings, the benefits 
of enrolling in the CPC network option 
include more extended, relaxed visits with your 
physician. After establishing the patient/doctor 
relationship, you will be given 24/7 access to your 
physician and “virtual visits” will be available if 
you do not want to drive to the CPC office. 
The CPC clinic will also stock a list of non-
routine drugs that can be dispensed onsite. A list 
of drugs and services provided should be available 
from Spirit during annual open enrollment.

 Usage fees
The Green, Blue and Orange Plans are all a HSA-
qualified High Deductible Health Plan (HDHP). 
To maintain the IRS-qualified status, the plans 
may not provide non-preventative benefits until 
the deductible has been satisfied. 
Accordingly, the CPC clinic must charge a 
reasonable fee until your deductible has been 
satisfied. The WEU contract requires the clinic 
to charge the lowest reasonable fee for the services 
and/or prescriptions provided. 
Spirit has determined the lowest reasonable fee is 
$20. Enrollees in the CPC network option will 
have to pay $20 each visit until their applicable 
deductible is satisfied, at which time the visits will 
be free. The $20 payment covers all the services 
obtained during the visit and accrues toward your 
deductible and/or out-of-pocket maximums. 

 Non-network
If the CPC network option is elected at open 
enrollment and services are provided by a non-
CPC Primary Care Provider (PCP) in Butler 
and Sedgwick counties, claims will be processed 
as non-network, which has higher deductibles, 
lower co-insurance levels and higher out-of-
pocket maximums.

 Aetna in-network
For any services outside of Butler and Sedgwick 
counties (think travel, children in college, etc.), 
the nationwide “Aetna Choice POS 2 Network” 
remains in-network for primary care, specialty care 
and hospitals on the Green, Blue and Orange Plans.

 Special section: Spirit AeroSystems open enrollment May 2 - 12 NW Council motion

Support for workers 
connected to Boeing 
Field 
During April’s Northwest Council meet-

ing, Northwest Council Reps voted 
overwhelmingly to pass a resolution in 

support of jobs connected to the King County 
Airport (KCIA)/Boeing Field in Seattle.
This motion came after the King County 
Council introduced a draft county ordinance 
that, if passed, would impact activities at Boeing 
Field. SPEEA members are concerned provisions 
within the draft ordinance will diminish labor’s 
voice in airport operations and also restrict job 
growth in the local aerospace sector. 
One provision of the proposed ordinance creates 
a new community advisory committee that would 
make recommendations related to the future of 
the airport. The ordinance does not include aero-
space labor voices on the new advisory commit-
tee. Instead, the new committee would be made 
up of members of a coalition aimed to limit and 
reduce operations at KCIA.
Currently, the KCIA Roundtable gives local com-
munities, labor, including SPEEA, business, and 
other airport stakeholders the ability to address con-
cerns on airport development plans and operations. 
If a new and separate community airport com-
mittee is established, this could diminish the 
Airport Roundtable. 
“The SPEEA Northwest Council motion reaf-
firms our commitment to protecting the workers 
whose jobs are directly or indirectly connected 
to the future of the airport,” said Brandon 
Anderson, SPEEA legislative director. 
The King County Council has not taken action 
on the ordinance proposing an advisory com-
mittee. However, the County Government 
Accountability and Oversight (GAO) Committee 
could bring up the ordinance for a vote at its next 
meeting in May, Anderson added. 
SPEEA continues to engage county policymakers, 
highlighting the importance of labor’s voice in deci-
sion-making and the ordinance’s potential impact 
on the aerospace workforce throughout the state. 
Have a question or want to learn more? Email 
brandona@speea.org. 

30th anniversary

Letter carriers’ union 
food drive May 14
Help the National Letter Carriers 

Association (NALC) ‘stamp out hunger’ 
Saturday, May 14. The annual food drive 

is back on this year, marking its 30th anniversary.
Continued on page 8
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Prof and Tech salary Prof and Tech salary 
charts for 2022charts for 2022

Levels Count Ave. Age Ave. Service Ave. Salary Lower 10% Median Upper 10%
Level 1 378 24.9 1.7 $83,530 $78,148 $83,503 $89,157
Level 2 1,275 29.1 4.4 $96,053 $89,561 $94,978 $104,411
Level 3 3,064 40.2 12.3 $122,609 $109,440 $121,329 $137,723
Level 4 3,900 47.9 18.9 $157,120 $138,984 $156,648 $176,450
Level 5 1,619 54.3 25.8 $195,368 $173,133 $195,349 $217,599
Level 6 168 58.0 29.8 $234,994 $212,420 $232,649 $259,155
Total 10,404 43.7 15.8 $144,008
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Base Salary

SPEEA-Represented Professional Unit by 2022 Base Salary and Level

Level 1 Level 2 Level 3 Level 4 Level 5 Level 6

By Matthew Kempf, CFP®, CEBS 
SPEEA Sr. Director of Compensation and Retirement

Salary charts for the Professional and 
Technical Bargaining Units at The Boeing 
Company will be posted at www.speea.

org by early May with updated 2022 salary 
adjustments.
To be eligible for the 2022 SPEEA salary exercise, 
the employee must have been hired by Boeing 
before Dec. 31 of the prior calendar year and in 
the unit on both the fund computation date (Dec. 
31, 2021) and on the increase effective date. 
As with recent years, Boeing advanced the 
increase effective date two weeks from the date  
identified in the 2020-2026 SPEEA Prof and 
Tech contracts. Accordingly, the 2022 increase 
effective date was Feb. 25.
The detailed salary charts are a valuable tool for 
SPEEA members to see how their salaries are 
progressing and to help with conversations about 
performance and career management. 
Members can access salary charts using their work 
email, BEMSID and last name.

 About the online charts
Salary charts are available for every unique 
combination of bargaining unit, job family and 
occupation with 10 or more eligible individuals. 
In addition, each Skill Management Code (SMC) 
with 25 or more individuals eligible for the salary 
exercise has its own salary chart. 

Special section: SPEEA-Boeing Prof and Tech salary charts 2022

Levels Count Average Age Average Service Average Salary Lower 10% Median Upper 10%
Level 1 26 27.8 1.5 $63,686 $59,607 $63,674 $66,430
Level 2 261 35.8 6.4 $78,069 $67,350 $76,423 $91,795
Level 3 1,500 47.2 14.7 $100,985 $86,998 $101,138 $115,802
Level 4 1,499 51.3 20.7 $124,588 $108,865 $124,054 $141,019
Level 5 286 53.3 27.0 $148,470 $132,851 $147,230 $165,030
Total 3,572 48.4 17.5 $112,746
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 Promotional and out-of-sequence
Salary adjustments made outside of the Annual 
Compensation Review (ACR) process are 
summarized on the next page. For data specific 
to individual jobs codes, see the detailed charts 
online. The online charts E and F include the 
number of promotions and Out-of-Sequence 
(OOS) raises by level as well as average increase 
amount. The minimum promotional increases 
are $2,500 for Techs and $3,500 for Profs.
To account for f luctuations in the size of the 
respective bargaining units, the frequencies are 
expressed as a rate per 1,000 eligible employees 
eligible for the 2022 ACR. 

A ten-year history of the frequency of promotions and out-of-sequence raises for those in the Tech unit is in Graph 2.

 Lump Sum Award and Salary   
 Adjustment Fund
The Prof and Tech units each have a 2022 
guaranteed Lump Sum Award of 1.5% and a Salary 
Adjustment Fund percentage of 3%. Because of 
the 1.5% Lump Sum Award, the Prof unit has a 
Guaranteed Wage Increase in 2022 of 0.5%. 

The remaining 2.5% of the salary pool was 
selective. Even with a 0.5% minimum raise, the 
Graph 3 shows 98.5% of Prof unit members 
eligible for a raise received a raise of 2% or greater. 
The Tech unit had a Guaranteed Wage Increase 
of 1.0% and a selective pool of 2.0%.  Similar 
to the Prof unit, 97.6% of Tech unit employees 
received raises of 2% or more.

A ten-year history of the frequency of promotions and out-of-sequence raises for those in the Prof unit is in Graph 1.  

Graph 3 shows the distribution of the salary adjustment for the SPEEA Prof and Tech units at Boeing.
 

Special section: SPEEA-Boeing Prof and Tech salary charts 2022
Continued from page 5
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Graph 3: Distribution of Base Salary Increases

 Salary Reference Tables
Salary Reference Tables (SRTs) are built by 
Boeing for each job, occupation and level. They 
are adjusted annually based on market and 
business conditions. The SRT minimum is 70% 
of the SRT midpoint, and the SRT high is 125% 
of the SRT midpoint.

 About compa-ratio
The compa-ratio is the ratio of an employee’s 
salary to the Salary Reference Table (SRT) for the 
employee’s job family and level. Employees with a 
compa-ratio greater than “1.0” indicates they are 
paid more than the SRT median. Conversely, a 
compa-ratio less than “1.0” shows salary is less 
than the SRT median.  In 2022, Boeing updated 
the SRTs for the first time in many years.

Compa-ratios play an important role in helping 
to determine an employee’s base salary increase.  
If all other things were the same, an employee 
with a lower compa-ratio will receive a higher 
raise than a similarly situated employee with a 
higher compa-ratio. Graph 4 on the next page 
illustrates the relationship between average raise 
and average compa-ratio for the two units.
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Bargaining 
unit

Count of  
individuals

Average 
old base 

salary

Average 
new base 

Salary
OOS dollars 

spent
OOS as 

% of old 
base*

# of OOS Avg OOS 
increase

Prof 10,404 $139,807 $144,008 $21,677,927 1.48% 2,106 $10,293.41

Tech 3,572 $109,458 $112,746 $3,101,721 0.78% 443 $7,001.63
*Boeing spent significantly more than the 0.5% budget for both bargaining units. 

Special section: SPEEA-Boeing Prof and Tech salary charts 2022

Graph 4 illustrates the relationship between average raise and average compa-ratio for the two units.

 Overall Performance Rating (OPR) 
After the Performance Management (PM) close-
out, an OPR rating is assigned to each employee 
by his or her manager. The OPR rating is a single, 
overall assessment that reflects the value of the 
employee’s contribution based on achievement 
of Priorities (formerly Business Goals and 
Objectives) and Performance Values compared 
to other employees of similar job family and level.  
Your OPR rating may be Far Exceeded, Exceeded, 
Met, Met Some or Met Minimal.  

Continued on page 8
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Graph 5 identifies the vast majority of SPEEA-represented Professional and Technical Boeing employees  
have been rated “Met Expectations” or higher over the past six years. 

 Putting it together
Your OPR, salary market position (compa-ratio) 
and the Salary Adjustment Fund are the primary 
determinants that influence the raise you receive 
from your manager.
Although the intention is for your manager 
to choose a salary within the range for each 
employee, managers can select a salary above or 
below the range while remaining within his or 
her own specific budget. 
Managers are expected to differentiate their 
salary decisions. The OPR, salary market 
position (compa-ratio) in relationship to peers 
and budget are all important considerations in 
the salary decision. Additionally, other elements 
including critical skill, job scope, complexity and/
or versatility may affect salary decisions.
Even though managers may deviate from the 
ranges, Charts 7 (Professional Unit) and 8 
(Technical Unit) clearly identify individuals with 
low compa-ratios and high performance receive 
the largest salary increases and individuals with 
high compa-ratios and lower performance ratings 
receive the lowest raise.  

Graph 5: Distribution of Overall Performance Graph 5: Distribution of Overall Performance 
Assessment by Year by Bargaining Unit
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2018 6 5% 4 0% 43 1% 38 2% 46 8% 52 5% 3 5% 3 6% 0 1% 0 3%
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2017 5.7% 3.6% 40.9% 34.4% 48.0% 55.4% 5.2% 6.3% 0.2% 0.3%
2018 6.5% 4.0% 43.1% 38.2% 46.8% 52.5% 3.5% 3.6% 0.1% 0.3%
2019 6.3% 4.1% 39.6% 35.9% 50.5% 55.1% 3.4% 4.8% 0.1% 0.1%
2020 5 8% 4 0% 43 5% 40 9% 48 4% 51 9% 2 2% 3 1% 0 1% 0 1%
2019 6.3% 4.1% 39.6% 35.9% 50.5% 55.1% 3.4% 4.8% 0.1% 0.1%
2020 5.8% 4.0% 43.5% 40.9% 48.4% 51.9% 2.2% 3.1% 0.1% 0.1%
2021 6.5% 3.7% 50.2% 46.4% 42.3% 48.2% 0.9% 1.6% 0.1% 0.2%
2022 4.0% 3.1% 57.2% 52.2% 38.2% 43.7% 0.6% 1.0% 0.0% 0.1%
2021 6.5% 3.7% 50.2% 46.4% 42.3% 48.2% 0.9% 1.6% 0.1% 0.2%
2022 4.0% 3.1% 57.2% 52.2% 38.2% 43.7% 0.6% 1.0% 0.0% 0.1%
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Continued from page 4
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Chart 7: Professional Unit
Raise by Compa‐Ratio and Overall Performance Rating
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Chart 8: Technical Unit
Raise by Compa‐Ratio and Overall Performance Rating

As expected, Graph 6 identifies higher OPR scores are closely correlated with higher average base salary increases.

 Spirit AeroSystems salary charts
Salary charts for the Wichita Technical and 
Professional Unit (WTPU) and Wichita 
Engineering Unit (WEU) at Spirit AeroSystems 
will be published after salary adjustment data 
becomes available (typically in the fall). Salary 
adjustments take effect in July.

Finding your salary chart
If you are in the SPEEA Prof or Tech 
bargaining unit at The Boeing Company, 
you can access salary data for your job code 
and other areas at www.speea.org. Look 
for the Salary Charts link in the ‘Member 
Tools’ drop-down menu (upper right side 
of the home page).

Because the charts are in a protected area of 
the website, members need to enter BEMSID 
with last name for validation. More detailed 
instructions and links to the salary charts for 
each bargaining unit are online. 

A summary table provides tabular data for 
every populated occupation, job family and 
Skill Management Code (SMC). In addition, 
it indicates the chart number on which 
Salaried Job Classification (SJC) is displayed.

For many years prior, the NALC would collect 
food for the needy in their communities as part 
of a local service effort. 
The national effort came from discussions among 
many leaders, including the NALC president, 
AFL-CIO Community Services director and 
the postmaster general at the time. A pilot drive 
took place in 10 cities in 1991. That success led 
to the first nationwide effort by NALC in 1992.
They targeted late spring because most food banks 
across the country start running out of donations 
received during the holidays. In one of the earliest 
nationwide food drives, the letter carriers collected 
more than 11 million pounds of food through the 
help of more than 220 union branches. 
By leaving a bag of non-perishable items by your 
mailbox prior to mail pick up, Saturday, May 14, 
you can help build a stronger community. The 
food collected goes to local food banks.
Look for the union products such as:

• Canned fruits and vegetables – Del Monte, 
Mott’s, Libby’s, Green Giant

• Cereals – General Mills, Kellogg’s, Post
• Pasta and pasta sauce – American Beauty, 

Classico, Prego, Ronzoni
• Peanut butter – JIF

When possible, shop at unionized grocery stores 
such as Safeway, QFC or Dillons.

Letter carriers’ union  
food drive May 14
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Monica Alcabin

Joe Banda

Continued on page 11

 

Share your passion – teach a class for Ed Wells
By Karen McLean 
SPEEA Publications Editor

Ed Wells Partnership offers nearly 500 classes 
a year. Most of the classes are taught by 
Subject Matter Experts (SME) at Boeing. 

Are you one of them? If not, what’s holding you 
back? 
Those who have stepped up say the rewards often 
offset the effort. Ed Wells offers classes and 
support. Learn more at edwells.web.boeing.
com on the Boeing intranet. 

 Teach to share your passion
Monica A lcabin ,  Boeing 
Technical Fellow and SPEEA 
member, started teaching for 
Ed Wells to bring a class she 
developed to a broader audience.
At the time, she was teaching 
a class on global air traffic 
management systems for Boeing 
Commercial Airplanes (BCA) 

Avionics. “We wanted to educate people across 
the enterprise about this topic since it really 
impacts everything we do,” she said.
Alcabin works for Global Regulatory Strategies 
within Product & Services Safety for Boeing 
Engineering Test and Technology (ET&T). She’s 
been with Boeing for 25 years.
Prior to Boeing, she researched Air Traffic 
Management (ATM) for NASA, consulted for 
airports and conducted research for the Federal 
Aviation Administration (FAA). 
She’s an airport enthusiast. Teaching connects 
her to others who are just as passionate. “I find 
other airport nerds!”
She encourages those who have a passion to step 
up and teach, because enthusiasm and knowledge 
come across in the classroom. “People at Boeing 
are so passionate about what they do. They should 
be teaching,” Alcabin said. “You don’t have to be 
a good public speaker. Your passion comes out. 
Don’t be afraid.” 
Through this and other classes Alcabin teaches for 
Ed Wells, including a session on networking, she 
appreciates the broader connections. “I am meeting 
people from all over the company,” she said. “You 
never know who you might work with on a project. 
I love it when someone says I took your class.”
She also helps to teach a three-part course on the 
Boeing Technical Fellowship program, a career 
path for those who have developed expertise. 
When teaching, Alcabin appreciates the students’ 
interest in the subject matter. She calls it the 
‘energy’ of the students. 
Another benefit of teaching is the preparation 
she does even for classes she’s already taught. “I’m 
always learning something, because I’m always 
looking for examples to make the class come alive.”
When asked for advice about stepping up to 

teach, she shared what she learned from someone 
else, which proved to be true for her. “It usually 
does take at least three times before you get the 
flow and content and find what works best. I was 
really glad somebody told me that.” 

 Help others to improve  
 and succeed

Joe Banda, Boeing Associate 
Technical Fellow, served as an 
Ed Wells Partnership Program 
Administrator (PA) from 2016 
to 2017. The mission of Ed Wells 
Partnership “to provide training 
and career development resources” 
prompted him to develop a 
Requirements Engineering class 
in 2017. Banda saw the need for 

the class and has taught it twice a year ever since.
“Ed Wells Partnership appeals to me because 
it is an entity focused on offering essential 
training opportunities to the Boeing engineering 
community,” Banda said. “Ed Wells Partnership 
offers classes for everybody with the intent of 
helping them develop and/or improve their skills 
and excel in their job.”
Banda is a senior systems engineer for Boeing 
Defense, Space and Security (BDS) and a 
former college professor at the Illinois Institute 
of Technology (IIT), Chicago, Illinois, and 
California Polytechnic State University, Pomona, 
California. He holds a  Bachelor of Science 
degree in electrical and electronics engineering 
from the University of Glasgow and a Bachelor 
of Education degree from Jordanhill College of 
Education, Glasgow, Scotland. Banda also holds a 
Master of Science and PhD degrees in in electrical 
and computer engineering from IIT.
“I love teaching and knowledge sharing. It is a 
passion I have had for a long time,” Banda said.
Teaching for Ed Wells Partnership is different 
from teaching at a university, he pointed out, 
because people taking Ed Wells Partnership 
classes learn skills that apply directly to their 
work. “I like to see people succeed in their job, and 
the format of the Ed Wells Partnership classes is 
custom-made to do just that,” Banda said.
“Teaching also helps our company do better. I 
have the desire to see the company succeed. 
The company cannot succeed if people are not 
adequately skilled and prepared to do their job. 
Success for the company translates to job security 
for everyone,” Banda said.

“Teaching helps teachers too. Teachers think they 
are prepared, then they get a question they are not 
familiar with. If they initially struggle to answer 
the question, they often dig for information to 
get a more complete answer. They go deeper in 
the subject matter and learn more. As you teach, 
your confidence grows,” he said, adding, “you see 
the impact you make from the feedback you get. 
That is very fulfilling.” 

 Take part in ‘leaders  
 teaching leaders’ 

What Francisca Garcia-Fritts 
learned about teaching classes 
surprised her.
“I never knew how much I 
love teaching,” she said about 
the classes she teaches for Ed 
Wells. “I spend hours looking 
for articles. It’s never boring. 
I thought I would dread the 
research for new material and 

that I would love the people – interacting. I never 
thought I would love both. I love both.”
Garcia-Fritts, an account manager for Boeing 
Customer Engineering and a SPEEA member, 
credits Ed Wells Partnership with helping turn 
her passion into a reality. 
“Everyone who knows me knows I want to teach,” 
said Garcia-Fritts, who has been with Boeing for 
24 years. When she started as a rotational PA 
for Ed Wells, she was teaching a lunch and learn 
related to professional development. She has a 
master’s degree in leadership. 
Ed Wells helped her narrow down her passion 
for leadership into a module on diversity and 
inclusion for the Crucial Skills for Effective 
Leaders, a two-week course.
Garcia-Fritts also teaches a class on unconscious 
bias. “If one person can see the world more 
inclusively, more consciously, that does it for me,” 
she said about her classes. 
“You have to be passionate about what you’re 
teaching. Find the one thing you would spend 
weekends, evenings, your own time to research,” 
she said. 
To translate your passion to the classroom, Ed 
Wells provides classes. “We call it leaders teaching 
leaders,” Garcia-Fritts said. She’s taken the same 
Ed Wells class on producing meaningful materials 
for engagement at least three times. She’s repeated 
the facilitation training at least five times. 
If you propose an idea for a class, Ed Wells can 
help. When Garcia-Fritts worked for Ed Wells, 
she was the lead PA for course proposals from the 
first steps through developing the curriculum and 
providing training for the instructors. 
“I learned a lot about how Ed Wells has helped a 
lot for employees to become instructors.” 
The training continues to apply to her work. Since  
 
 

Francisca  
Garcia-Fritts 
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New ACE staff

Former Boeing engineer advocates for 
underserved to pursue educational goals
Catherine Thomas grew up in a Science, 

Technology, Engineering and Math 
(STEM)-focused household.

Her father, a retired environmental scientist for 
the Department of Defense, 
brought his children to science 
centers, Smithsonian museums 
and space camps. “He pushed 
us out of our comfort zone,” 
she said. “He  didn’t want 
his children to think they 
couldn’t  pursue a STEM  
career, so he worked to 
empower us to have a choice.”
When Thomas graduated 
with a master’s in  aviation 

systems, she went to work for The Boeing 
Company in  Mechanical  Hydraulics-Landing 
Gear Actuation Systems. Then, she pivoted her 
career to help others in marginalized communities 
pursue their career dreams.
She recently joined the SPEEA Aerospace Career 
Enhancement (ACE) team as the workforce 
training coordinator. ACE is committed 
to promoting equity and diversity through 
scholarships, child-care assistance, free training 
and mentoring for aerospace students and 
professionals in Washington state. 

 About the new role
As workforce training coordinator, Thomas will 
expand on the technical and professional classes 
offered by ACE through data analysis, research 
and polling to find the right mix of learning 
events. She will also recruit instructors and work 
with schools and other stakeholders to enhance 
workforce training.
“Having this opportunity to contribute to a strong 
and diverse aerospace workforce by ensuring 
access to relevant and timely training is especially 
appealing to me,” Thomas said. “I am excited about 
the mentorship program and the possibility of an 
engineering apprenticeship. These options would 
have been extremely helpful in solidifying a STEM 
identity within myself,” she added.
Prior to ACE, Thomas managed the Puget Sound 
Alliance, a  Louis Stokes Alliances for Minority 
Participation (LSAMP) program. This is funded by the 
National Science Foundation to help STEM students 
from historically marginalized communities successfully 
complete their associate degrees and pursue their STEM-
related bachelor’s degrees. The LSAMP Puget Sound 
Alliance is a partnership between North Seattle, Green 
River and Pierce colleges.

 Advocacy  
“Although I may not have seen it at the time, 
my story is what happens when people are in a 
position to advocate on your behalf,” she said, 
noting many examples, including her experience 

applying at Boeing.
“Every step of the way, I received encouragement,” 
particularly from the Boeing interviewer 
who later became Thomas’ manager. “She was 
my biggest SWE (Society of Women Engineers) 
and Boeing champion,” Thomas said. “After that 
interview process, I did a lot of volunteering with 
SWE.”

Thomas worked for about 10 years at Boeing as 
a design engineer, with a couple of years spent in 
Flight Test Integration.

Her strongest connection to SPEEA came through 
Ed Wells Partnership, a contract benefit providing 
classes and coaching to help grow careers.

“My managers often pointed me to Ed Wells’ 
offerings as a way of professional development 
growth,” Thomas said.

 Affinity groups
To hone her leadership skills, Thomas volunteered 
with Boeing  employee resource  groups such 
as Boeing Women in Leadership and Boeing 
Black Employees Association. She participated 
in engagement activities that fostered a more open 
and inclusive working environment, including 
leading the Airplane Systems Diversity Council. 
She also volunteered with SWE and the National 
Society of Black Engineers (NSBE).
Thomas especially enjoyed her volunteer 
opportunities in STEM outreach. “I connected 
well with the students and families.” That helped 
her decide to steer her career from engineering to 
career advocacy.
As a TRIO  advisor at Everett Community 
College, she  supported  first-generation,  low-
income, and students with disabilities to navigate 
and overcome barriers.
Prior to that work, Thomas managed the 
NA ACP  Youth  Development  Program 
providing high school students of African descent 
in Snohomish County a strong network as well as 
personal identity and professional development 
coaching.
D u r i n g  t h e  p a n d e m i c ,  s h e  a l s o 
helped  the  NSBE  Aerospace Special Interest 
Group develop a program for students to work 
on their career paths in response to the national 
decline in internship opportunities due to COVID. 
Students proposed a technical project and worked 
with a mentor to develop it, eventually presenting 
their research at technical meetings and conferences.  
“We gave them access to coaching, feedback, 
resume help and advice on building a LinkedIn 
profile,” Thomas said. Those participants went 
on to co-op for GE, intern at SpaceX and work 
full time jobs in their industry. “The potential 
was always there. It was just about having folks 
invested.”

Upcoming virtual 
ACE classes 
SPEEA  Aerospace Career Enhancement 

(ACE)  is committed to providing free 
professional development and training for 

aerospace students, professionals and industry 
experts to gain and maintain skills.

Register for classes – email ace@speea.org.

Learn more at www.aerocareer.org. 

Memory Power Tools  
(two-day course)
Tuesday, May 10, and Thursday, May 12, 5 to 
6:30 p.m. 

Dondi Scumaci, leadership development expert, 
teaches this course to help you better understand 
why memory fails and how to learn to store 
information to access it quickly.

Live & Interactive Excel Training: 
Lookups and Pivot Tables 
(two-day course)
Tuesday, May 17, and Thursday, May 19, 5 to 7 p.m. 

Note: Class fills up fast

Chris Carhart, a test engineer for Boeing, teaches 
Lookup functions and Pivot Tables, which he learned 
are essential to analyze large data sets for work.

Job Search Strategies
Wednesday, May 18, 5 to 6 p.m. 

Dawn Rasmussen, a certified resume writer, 
teaches strategies to help you get motivated, get 
tools and get structured. This can help you rise 
above the competition. 

Neuroscience of Conflict
Tuesday, May 24, 5 to 6:30 p.m. 

Michael Jean Bristow, a neuroscience-based 
coach, teaches how fight-or-f light affects our 
ability to process conflict. He offers strategies 
for more effective conversations. 

Social Media 101
Wednesday, May 25, 5 to 6 p.m. 

Justin Laem, SPEEA staff and figure-skating 
blogger, teaches an introduction to the major 
social media platforms and best practices to build 
engagement and personal online brand. 

Financial Planning 101
Monday, June 6, 5 to 6:30 p.m. 

Matt Kempf, SPEEA senior director of 
compensation and retirement, teaches some of 
the building blocks of a financial plan. Kempf is 
a Certified Financial PlannerR certificant.

Catherine Thomas
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Area Rep Challenge

Council Reps recruit and welcome  
17 new Area Reps
Two Council Reps went above and beyond 

by recruiting three Area Reps each during 
the recent Northwest Council challenge 

to recruit new Area Reps to help with workplace 
communications.
Alvin Xayasensouk, who serves as second shift 
CR in Renton and Tami Reichersamer from 
Everett each recruited three new Area Reps since 
the challenge was issued in January by Northwest 
Council Chair Jeff Forbes.
Four other CRs, including Forbes, met the 
challenge by recruiting two new ARs while three 
CRs each recruited one. 
“We need to keep recruiting. We just have to get 
out of our chairs and make the ask,” Forbes told 
the Council at the monthly meeting in April. 
“Every CR should have at least one or two ARs to 
help them in their district. ARs are an important 
part of our workplace network.”

 More ARs are needed!
Council Reps can have as many ARs as they can 
recruit. With SPEEA Council districts covering 
multiple buildings and having upwards of 200 
members, it’s difficult to reach every member in 
the district. That’s where Area Reps come in as 
the eyes and ears of SPEEA in areas where the CR 
is not a regular presence. 
A R s receive most of the same union 
communications as CRs, making them among 
the first to receive important announcements. 
CRs are encouraged to meet with their ARs 
monthly to provide additional information, 
answer questions and hear about workplace issues 
and member concerns.

Council Reps New Area Reps

Recruited three

Tami Reichersamer, E-24
Alvin Xayasensouk, RS-10

John Le
Trung Quoc Nguyen
Daniel Town
Steve Guardipee
Peter Harmon
Anna Salazar

Recruited two

Emily Brent-Fulps, A-10
Jeffrey Forbes, D-2
Andrew Sherman, O-1
Rod Siders, E-21

Jeffrey Erickson
Wes Quigley
Amy Dovinh
Erin Goycochea
Zachere Priest
Montieth Wright
Henrick Chao
Sam Wilson

Recruited one

Jeetendra Duwadi, D-5
Byron Henderson, E-50
Nathan Ledbetter, D-7

Kristine Anderson
James Byrnes
David Wu

Any member can sign up to become an Area Rep 
even if they are a new hire. See the petition at 
www.speea.org (drop-down menu: Councils/
Forms, Petitions and Delineations). 
There are two ways to become an Area Rep using 
the petition form:

1. Obtain a Council Rep’s signature 
- or -

2. Obtain signatures from five SPEEA 
members

Send completed petition forms to petitions@
speea.org. The petition also includes instruc-
tions for obtaining signatures for those working 
virtually.

New Northwest Council Secretary
Co n g r a t u l a t i o n s 

to newly elected 
N o r t h w e s t 

Council Secretary David 
Garrett.

The Northwest Council 
elected Garrett at the April 
regional Council meeting 
to fill the vacancy created 
when former Secretary 
Mike Arrington became 

a Northwest Regional Vice President on the 
Executive Board. 

Garrett, an Everett Council Rep, is also vice 
chair of the SPEEA Governing Documents 
Committee as well as a member of the Northwest 
Governing Documents Committee and SPEEA 
and Northwest Legislative and Public Affairs 
(L&PA) Committees. 

Garrett is a former Teller and Area Rep. 

returning to her home organization in 2021, she’s 
taken over training on Agile, a methodology for 
project management, for Customer Engineering. 
“I have been able to utilize these skills,” she said 
about the Ed Wells classes. “I want people to know 
being at Ed Wells was a highlight of my career.”

 Sharing knowledge is powerful
Pradeep K r ish na s wa my, 
Boeing Technical Fellow and 
SPEEA member, was recruited 
to teach Repairs, Testing and 
Certification of Composite Parts 
for Ed Wells. He developed the 
eight-hour class and launched it 
in 2014 and continues to teach it 
twice a year.
He credits two Ed Wells PAs for 

helping him develop the course and fill a demand 
from engineers and techs who wanted to know 
more about composites.
“At the time, the 787 was in full swing and there was 
a lot of interest but not many with a lot of knowledge 
about composites,” Krishnaswamy said.  
When working with the PAs to develop the class, 
Krishnaswamy noticed an Ed Wells Partnership 
plaque highlighting the best technica l 
presentation and best technical team each year. 
The PA told him someday his name might 
appear on the plaque. In 2016, Krishnaswamy’s 
class received the honor. “It was motivating,” 
Krishnaswamy said.
Even more motivating is what he has learned  
from teaching, in part by practicing public 
speaking. “It’s hard initially, but this gives you an 
opportunity to share the same subject matter over 
and over. You start to know what works and what  
doesn’t,” he said. “Lessons learned are never forgotten.”
Krishnaswamy works on the composite repair 
engineering team for Boeing Commercial 
Airplanes (BCA) product engineering. For 
30-plus years, he’s worked in design, fabrication, 
structural testing and repair of advanced 
composites. He co-leads the enterprise Structural 
Repair System Community of Excellence (CoE).
He hates to hear when people keep their 
knowledge to themselves. “When you share more, 
you learn more,” he said. “Even if you’re teaching 
the basics, it takes you to a higher level, and that’s 
good for the company,” adding, “teaching is a 
noble profession.”
Students help him learn because of the questions 
they ask. Plus, he enjoys meeting Boeing 
employees from across the company. “You’re 
not limited to your own group. Your sphere of 
influence is huge,” Krishnaswamy said.
He applauds the students for coming to his class 
on their own time. “They’re giving up eight hours 
on a Saturday and driving to Everett or Renton 
for the classes. That’s more admirable. That 
shows real interest to learn. It’s huge.”

Continued from page 9

Share your passion –  
teach a class for Ed Wells

David Garrett
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Pradeep 
Krishnaswamy
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Worklife – Watch carefully because Boeing is not
By Rich Plunkett 
SPEEA Director of Strategic Development

As members know all too well, Boeing’s 
move to consolidate myriad platforms 
and processes into the “off the shelf ” 

Worklife has not gone smoothly. At SPEEA, we 
continue to be plagued by the transition and its 
impact on members.
It is amazing the planet’s largest aerospace com-
pany cannot determine who worked for them 
and in what capacity, but that happened with 
the transition to Worklife.
It took Boeing months to compile employee reports 
that accurately show who are and should be SPEEA-
represented employees. Furthermore, even when 
those reports did show someone was represented 
by SPEEA, Boeing could not assure the individual 
was receiving SPEEA-represented benefits. 
We received numerous calls from individuals being 
charged non-union medical and dental premiums. 
Others had their basic life insurance reduced or 
dependents dropped from medical plans. 
Boeing continues to struggle with keeping track 
of where its workers are located. We understand 
this was exacerbated by the pandemic and remote 
work, but it remains an issue today. Incorrect 
work and home locations impact workers, taxing 
authorities, emergency services and have been a 
significant problem for SPEEA. 
Problems with Worklife are not limited to medical 
benefits. Some employees received incorrect 401(k) 
employer contributions, incorrect compensation 
amounts and other problematic mistakes. Boeing 
finally doubled down on these mistakes with the 
transition to Fidelity Investments. Some individu-
als actually had money TAKEN from their 401(k) 
accounts instead of company matching funds being 
added. Boeing finally admitted this error and is cor-
recting the mistakes. SPEEA is watching to ensure 
our represented employees are made whole. 
Boeing’s lack of attention to details also impacts 
retirees. During the transition to Fidelity, 
no one at Boeing communicated to SPEEA 
that the 401(k)-withdrawal process changed. 
Withdrawals are now prorated amongst available 

money types instead of following the historical 
account reduction hierarchy. The former account 
reduction hierarchy used to ensure Roth funds 
remained in the 401(k) as long as possible so they 
would generate as much tax-free gains as possible.
An increasing number of members are calling 
to ask why they did not receive a prorated 2022 
Employee Incentive Plan (EIP) based on 2021 
eligible earnings. SPEEA requested a compre-
hensive listing of EIP payments because some 
members who should have received a prorated 
EIP may not even be aware they are owed money. 
Research thus far indicates some members also 
earned, and did not receive, a pro-rata portion 
of the non-union Performance Based Incentive 
(PBI) or Manager Incentive Program (MIP). 
Unfortunately, SPEEA has no jurisdiction to 
rectify the non-union situation. 
While possible, SPEEA highly doubts any execu-
tives missed out of payments from their Annual 
Incentive Plan (AIP).
Wait, there is more. Boeing withheld incorrect 
Washington state payroll taxes (WA Paid Family 
and Medical Leave) for every single employee 
in Washington. After SPEEA brought this to 
Boeing’s attention, the company’s knee-jerk reac-
tion was to argue that both SPEEA and the State 
of Washington were incorrect. After some persua-
sion, Boeing admitted and corrected its mistake. 
Unfortunately, the remedy involved Boeing mov-
ing the excess WA PFML deductions to federal 
income tax withholding. The result is the sum of 
taxes on paychecks may not match the “year to 
date” on employee paystubs.
Whether the glut of errors are due to Worklife or 
lack of talent from Total Rewards (aka compensa-
tion and payroll), they are unacceptable. 
In decades past, employees did not worry about 
Boeing (payroll, benefits, tax department, etc.) 
doing the right thing. That was in no small part due 
to an incredibly robust Human Resources, Benefits, 
Compensation, Workforce and Retirement 
departments. Now that Boeing has largely out-
sourced these functions and/or greatly reduced the 
in-house competencies within those that still exist, 

it is incumbent upon employees to ensure Boeing 
is living up to expectations/requirements. Luckily, 
SPEEA members have another set of eyes on things 
as well as assistance to rectify problems.
SPEEA does not know Boeing’s next mistake. So, 
we encourage members to doublecheck payroll 
deductions, confirm health and insurance plan 
elections, and ensure Fidelity is not subtracting 
employer matching funds from your 401(k) each 
and every paycheck. 
As Donald Rumsfeld once mentioned, there are 
known knowns, there are known unknowns and 
there are unknown unknowns. 
Company Human Resources processes are com-
plex and require detailed attention from skilled, 
knowledgeable individuals. The potential for 
additional unknown errors is enormous, and with 
Boeing’s lack of attention to details, should be 
expected. HR mistakes are unfortunately expect-
ed as Boeing’s new standard operating procedure.

TRAINING/
EVENTS

See online calendar for details. 
RSVP where you plan to attend.

MIDWEST
Young Professionals  

no-host social
Saturday, May 14, 12:30 to 2:30 p.m. 

Chicken N Pickle 
1240 N Greenwich Rd., Wichita

Midwest Young Professionals Committee

Young Professionals  
monthly trivia night 
Monday, May 23, 7 p.m. 

Chicken N Pickle 
1240 N Greenwich Rd., Wichita

Midwest Young Professionals Committee


