
This summer saw the kickoff
of TWU 555 membership
meetings, as well as
increased representative
training across the system.
And interest is slowly
gaining momentum.
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Uncorking the Silent Member

I am pleased to report that our membership meetings, which
began in June, are going well overall. The participation level has

ranged from good to poor, but
we can’t be discouraged.
These meetings will provide a
conclave for TWU Local 555
members to address concerns
and express ideas to the local
officers and the executive
board.

For those of you who find
yourself about to punch out at
the time clock and are faced
with a decision between
attending a union meeting or
heading home, I understand
the dilemma. You work hard
and want to get the rest of your
day underway; however, I can’t

stress enough the importance of joining into the very discussion
that directly affects your job, your income…the means by which
you are able to even carry on a reasonably good life outside of
work.

To illustrate my point, allow me to share a story I heard many,
many years ago—a story that had a profound impact on me
when I first heard it, and one I could never forget…

The Silent Member

I don't attend meetings. I don't get "involved."
I have no real issues that need to be solved.
I don't bother to vote, it's not important enough
to concern myself with that "Union stuff."
I may seem indifferent, like I really don't care
whether management does or doesn't "play fair."
I never cause "trouble." I never "make waves."
I don't get concerned who the Union "saves."
Unless it's my job that's "on the line,"
or the sudden loss of my overtime.
Then I remember what a Union is for,
as management is walking me off the floor.
I'll make the next meeting. Get me out of this jam!
I'll read the contract. I will "give a damn."
Well, maybe next time. I'll be out of
town.
Thanks for the help. I'll see you
around.
-Austrian Postal Worker

The format for your station’s
membership meeting will include
meeting notices that are posted at least
seven (7) days prior to the date of the
meeting. The notice states when
agenda items from the members are
due, and that agenda items should be
given to any of the recognized station
representatives or alternates. Next, your
agenda should be posted at least two
(2) days prior to the membership

meeting. In addition, both the notice and the agenda will contain
the dates, times, and locations for both meetings, in order to try
and best accommodate AM and PM shifts. For information and
schedules, check our website at www.twu555.org or check
without your station rep to see when a meeting is planned for
your station.

The Negotiators (5)

By the time you read this, we will have interviewed all applicants
for the Negotiating Committee. They are initially interviewed by
myself and TWU International Representative Garry Drummond,
who will serve with me as the Negotiating Committee
Chairperson and Chief Spokesperson. After this step, all
candidates who have been selected out of the first round will be
required to make a presentation on one of the topics pertinent to
our negotiations, followed by a 30-40 minute interview by the
executive board. The board will select the members of the
Negotiating Committee, and these members will then be
presented to you.

Fraternally,
Charles Cerf

Gimme a Break!

This has been the most trying and difficult summer that I have
ever experienced as a labor
advocate in my 26 years of
employment at SWA. The
planes are full and because of
our successful marketing motto
and push that "bags fly free,"
we are loading a lot of bags on
the planes. We are performing
these duties at a time in our
history where the company is
emphasizing and seeking
greater productivity out of our
agents. This has resulted in
severe shortages of agents in
some stations, stations where
we are working severely short-
handed, causing excessive
mandatory overtime and

endangering the safety and well being of our agents. This has
had a serious negative impact on our quality of life and that of
our families. In some stations, I have never seen morale lower

than I am witnessing at the present
time. 

You have proven how resilient, capable,
and dedicated that you are. You
continue to strive to do an exemplary
job, performing the work with a
chronically understaffed work force and
with the perception that you are not
appreciated and no more than just a
number! We are working diligently to
rectify the situation and protect our
members. 

I want to deal with a couple of issues
that are impacted as a direct result of
the lack of proper staffing. This severe
shortage of bodies has increased the

Jerry McCrummen
Vice President

Charles Cerf
TWU 555 President
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number of ten hour rest rule
opportunities. The ten hour rest
rule comes into play when people
on "B" status are getting
mandatoried. Article 6, Paragraph
K states

10 Hour Rest Rule.
Employees shall not be
scheduled regular shift
assignments which shall cause
Employees to have less than a
ten (10) hour rest period
between shifts, except as a
result of a shift bid change,
shift trade, or voluntary
overtime assignment. If, due to
a mandatory overtime
assignment of four (4) hours or
more, an Employee receives
less than ten (10) hours of rest
before his next regular scheduled shift, that Employee will
elect one of the following two options:
1. Receive ten (10) hours rest, and be paid at his regular
straight time rate for time lost from his regular work shift
because of that rest; or
2. Waive the ten (10) hour rest requirement and be paid at
the double time rate for all hours worked that were
considered part of the ten (10) hour rest period."

Here is an example of how it works: I am scheduled to work
from 1430-2300 every day with S/S off. On Tuesday I am told
that I am mandatoried for a 0600-1430 shift on Wednesday. On
Wednesday afternoon at around 1230, I tell the management
team that I am taking my 10 hours of rest. That means that I am
going to be released at 1430 from having to cover my PM shift,
but I still am going to get paid for it. I can also exercise the
option of working the shift and getting paid double time for the
entire shift. I am required to give the company at least two hours
notification of my intentions. If you decide to work during the rest
period be sure to write it up in the exception log in order to
ensure the proper payment of wages, but it is still the company's
responsibility to pay you properly. They have your schedule and
need to follow the contract.

That is a segue into another issue
I'd like to address—the company
does not pay you the proper amount
and results in a shortage of wages.
This brings into play possible
punitive damages. Article 28,
Paragraph C states

Where there is a shortage equal
to one-half (1/2) a day's pay or
more in the pay of an Employee,
the Employee shall be
reimbursed from the General
Office for such shortage within
three (3) working days.

Failing to do this, the union and the
company have established a well
documented "past practice" of
punitive damages with the payment
of 3 hours of regular pay for each

business day over the 3 business days contractually allowed.
Here is an example of how it works.

I get my check on Monday the 5th, and I notice that I am short a
day of OT. I notify the admin supervisor of the shortage. The
three business day clock starts ticking on Tuesday the 6th. I still
have not received my check by Thursday the 9th. I file a
grievance and the clock has started on the punitive damages
the company is liable for. I finally get the money in my account
on the 24th of the month. I then count every business day
through the 23rd, which equals to 10 business days (assuming
no company recognized holidays). The company now owes me
an additional 30 hours at my regular rate of pay.

The staffing shortage impacts our agents in another way. Agents
are not receiving their lunches. This is a 30 minute uninterrupted
lunch break. It does not start when you push your last flight.
Your 30 minutes start when you get to the break room where
your food is stored and the microwave is located. An exception
to this is if you go to the concourse to purchase your lunch: that
is included in your 30 minute respite from work.

A lot of overzealous supervisors will state that you had time to
"work" your lunch in between this flight and that flight. That is
not what the contract says. It states "shall be scheduled during

the third, fourth, or fifth hour." The
supervisor must manage and direct
the work force. If you do not get a
lunch at all there are punitive
damages associated with that failure.
The agent will be paid 0.5 OT and an
additional 2 hours of regular pay. If
you still receive a lunch, but not
within the contractual window of time
limits, you only receive 0.5 OT. In
case you are confused on the time
restrictions here is an example. If you
start at 0500 you can be scheduled a
lunch after 0700. The company can
schedule you a lunch until (and you
must receive and complete your
entire lunch by) 1000.

There was new language negotiated
in the current contract because, prior

TWU 555 Rep Training: (L-R) Randy Blythe, IND Ramp, Station Rep; Amye Thompson, TWU 555

Leave Specialist; Randy Barnes, District 3 Representative; Raul Cano, MSP Ramp, Station Rep; Matt

Mason, MKE Ramp, Station Rep; (Unknown); Juan Cordova, MDW Ramp, Alt Dist 3 Rep
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2010 TWU 555 Scholarship Winners
District 1 - N/A
Daughter of Jay Minier, TPA Ramp

No Scholarship 
Applications Submitted

District 5 - Kristi Taylor Roberts
Daughter of Tom Hoff, HOU Freight

My decision to become a trainer came after I tore my ACL in a
cheerleading accident. Since then, I surround myself around the athletes
and their games. I will be attending Texas Wesleyan University in Fort

Worth beginning in the Fall 2010. I will obtain my
bachelor’s degree in athletic training. Eventually, I
will be an orthopedic surgeon when I complete my
schooling. My director and I established a service
project called “Wrapping for a Cure” through my
athletic training program in namesake of my mom,
Tammy Hoff, who was diagnosed with stage 3
Invasive Ductal Carcinoma breast cancer. The
program’s objective is to raise money for cancer
research for MD Anderson Cancer Foundation.

District 2 - Catherine Minier
Daughter of Jay Minier, TPA Ramp

I have dreamed of teaching elementary school ever since I was young and
now that I have been named as one of the recipients in the TWU 555
scholarship program, my dream is becoming a reality. I am glad to have
the opportunity to thank you personally for your
generosity. Without scholarship patrons like you,
there would be many students such as myself
unable to pursue the career they've dreamed of.
My future plans include pursuing the field of
education. I not only have a passion for educating,
but also enjoy working with children. Once again, I
offer my sincerest thanks for your continued
generosity to the TWU scholarship.

District 6 - Ryan Falk
Son of Jeff Falk, PHX Ramp

I was recently selected as the winner of the TWU 555 district 6
scholarship. I am 18 years old and graduated from Red

Mountain High School in Mesa, AZ on May
27, 2010 with a 3.87 GPA. I am continuing
my education at Arizona State University
this fall and plan to major in Biological
Sciences (Genetics, Cell and
Developmental Biology). Winning this
scholarship will help me afford the overall
expenses while I attend ASU.

District 3 - Danny Roy Pike, Jr.
Son of Dan Pike, DTW Ops

I live in Adrian, Michigan and recently graduated from Clinton High
School. My father has been a member of TWU 555 since its inception
and an employee of Southwest Airlines for 22 years. This summer I will
be attending Michigan Technological University
and will be majoring in Electrical Engineering. I
plan to use my degree to move into the field of
aviation. My childhood dream is to be around
aircraft. My degree would allow me to become an
avionics technician, and the degree will also allow
me to pursue a career in the USAF after college.
In the future I would like to pursue coaching as a
hobby. I have helped with our youth football
program, and this year will be an assistant coach.

District 7 - Donna Evans
Daughter of Mark Evans, LAS Ramp

Donna Evans, graduate and valedictorian of Shadow Ridge High School,
is looking forward to starting college this fall at Barrett, The Honors
College at Arizona State University. There she will major in Biological

Sciences in their Pre-Health program, which will
assist her in achieving her ultimate goal of
becoming a Pediatrician. Her father, Mark Evans,
has worked for Southwest Airlines for 17 years.
He is a devoted employee and TWU 555 union
representative in Las Vegas, as well as a loving
parent who has influenced Donna to set high
standards and always believe in herself. Donna is
honored to have won this award and plans to use
the funds to cover book and school supplies.

District 4 - Kyle Smiley
Son of Anthony Smiley, BNA Ramp

I am from Nolensville, Tennessee and my father, Anthony Smiley, is a
ramp agent at BNA. I have hosted two exchange students from Austria
and Sweden, and I have a little brother of six years, in addition to my
mother and father. In the upcoming fall of 2010 I
will attend Middle Tennessee State University to
begin a Bachelor of Music degree, with emphasis
on Trumpet Performance. I hope to also attain a
minor in Recording Industry. I have been playing
trumpet for almost eight years now and this
scholarship will help me go far in my pursuit of a
musical career. One day I would like to be a
member of the Air Force Bands, traveling and
performing as my career.

District 8 - Chantel McLaughlin
Daughter of John McLaughlin, PDX Freight

My name is Chantel McLaughlin and my parents are John and
Jackie McLaughlin. My dad works for Southwest Airlines at PDX,

which is in District 8. I graduate from
Washougal High School this year. I am going
to Mt. Hood Community College in the fall,
and I will be playing softball for Mt. Hood
College. After the 2 years at Mt. Hood I plan to
continue my major in Psychology at a
university. I plan to use the scholarship money
for tuition, book, and class fees. I would like to
thank you for picking me for this scholarship.

Winner 3
years in a row!
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to the new language, management would simply say, “Just write
up a no lunch.” Our agents need the break from their job duties
to rejuvenate and refresh their minds and bodies. It is a matter
of respect—to ensure that agents receive a lunch. The
statement that “we did not staff for a lunch to be provided” is
ludicrous and asinine. By the way all no lunches and payroll

shortages, if not taken care of
in the station, go directly to me
to ensure that consistency in
application and compliance to
the contract is followed. If you
don't get a lunch, write it up in
the exception log. If you have
a legitimate claim, do not play
games, and if the supervisor
scratches it out I would
consider that falsifying a
company document and
should be dealt with
accordingly.

The reason that we have been successful as an airline is
because we have taken care of our people, and those
employees have, in turn, taken care of this company and its
customers. Somewhere along the way we have lost or
misplaced that concept. I work to provide for my family and to
sustain a quality of life. Truth be told, I'd rather be on the golf
course. John D. Rockefeller stated, "The secret of success is to
do the common things uncommonly well." We were successful
and productive long before API or RX and their initiatives ever
became a blight to the culture of SWA and a threat to our quality
of life.

Fraternally,
jerry.mccrummen@twu555.org

Mission Statement or Double
Standard?

To me, this is a very important question. It defines what our
great company has become. The question is, which is it? Are we
living by our mission statement or have we transgressed into a

double standard. I’ll give you
some scenarios, and you can
figure out which one is true. A
CS sup takes his finger, pokes
a CSA and makes her cry, on
duty. A ramp agent gets
scratched on his arm as a CS
sup tries to snatch his badge
off of his person while he was
on his lunch. An ops sup
chases down a ramp agent
and grabs him by the arm. An
MRO pushes one of his own
sups head first into the wall. A
ramp sup is terminated for not
moving 2 bags from one end of
the plane to the other. 

Can you guess which of these scenarios is true? What if I told
you all of them were true?! It’s probably not really surprising to
anyone any more, is it? That this sort of behavior can happen at

our great company.

I mean, if we’re living by our mission statement, how can any of
these be true? Sad part about this is, besides the ramp sup
being terminated, the MRO was the only other one who was let
go. That’s right folks. The others kept their jobs, even though
these events were admitted to, proven and/or witnessed and
verified by other agents and sups to their higher ups at the local
level. Even sadder is the fact that one of our very own leaders
at HDQ’s said, “How can I discipline a sup? I can’t discipline
him.” (I’m paraphrasing on this of course, but this is the gist of
his statement.)

So this tells me that even at the highest levels, this sort of
behavior is known and condoned! What?! Now, I know that our
leaders at the local level and at HDQ’s do read our newsletters.
One person in particular that I hope is reading this column is Mr.
Kelly. Mr. Kelly, are you aware of what’s going on out there?
Has anyone brought this to your attention, or is it being hidden
from you? 

A lot of you are probably empathizing now since many of you
have probably been through this sort of belittling, or even worse.
Who’s driving this? Someone has to be driving this. There’s no
way these incidents can go unnoticed. What about Employee
Relations? What’s their purpose? Why is it that agents call in,
open up a case and there are no results in most of the matters
that I’ve been informed about. Yet, an agent is investigated by
Employee Relations and, BAM!...fact finding months later
because of their investigation. Even though the rules and interps
state that in cases involving allegations of matters involving
harassment, intimidation, threats, customer complaints or
criminal activity, it is understood that an internal investigation
may be required before the company will become “aware” of the
incident concerning which the fact finding shall be convened;
however, if such an investigation is required, it will be conducted
in an expeditious manner. 

In some cases, though, employees have been terminated as a
result of incidents that took place months prior! Is Employee
Relations being staffed properly? Are employees’ complaints
being ignored? Why is it that managements’ complaints go
answered and used against employees. When will this also
apply to management personnel?! This is a black eye on our
company regarding our newer employees. Are they thinking this

Mike Martinez
District 1 Representative
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is the norm? I can assure you it’s not.

How about the really good employees and management
personnel we do have out there. How does this reflect on them?
And we do have a lot of very, very good employees and
management personnel. I could list them, but I’d be writing all
day and night. 

The point of this article is to get us back on track. We need to
get back to our mission statement. Enough with the double
standards. I’m calling you out, whoever is driving this. Anyone
from HDQ who wants to talk to me about this, give me a call. I’m
not hard to find.

To all of our hard working employees and management
personnel out there, I salute you. Keep doing what you’re doing.
We need you guys. Don’t let things like this change you. We like
you just the way you are!

m.martinez@twu555.org

The Shift Trade Screw

I would like to use my small
section of the newsletter to
expose a deliberate and
hypocritical about face on the
part of our company’s
leadership. Here’s how it
goes…

Ramp Agent Jack and Ramp
Agent Lisa use one shift trade
form to make four individual
trades. Two of the lines have
Lisa working for Jack, and the
other two lines have Jack
working for Lisa.

Now let’s say that two of those
four lines have already been
fulfilled. Lisa has already

worked a shift for Jack, and Jack worked one for Lisa. Then

Jack goes out on OJI. In the company’s new opinion, the
supervisor must now cancel the remainder of the trade. Now
that Jack is out on OJI before he can work the remaining shift
for Lisa, should Lisa be obligated to work her original shift now,
even though she had already given it to Jack. In other words,
does the supervisor have the right to cancel the rest of the four-
part trade even though half of it has already been fulfilled?

According to your company leadership in Dallas, the answer is
yes. Management’s new stance is that each line on the four part
form is an
individual
trade unto
itself, and
your
supervisors
must cancel
any lines
that have
yet to be
fulfilled,
regardless
of whether
or not part
of that one shift trade form has already been completed. Their
new, and completely contradictory, position is that Jack and
Lisa’s one form contains two separate trades, and management
is under no obligation to honor the  “trades” that have yet to be
worked even though they were on the same form as the “trades”
that had already been worked.

Here’s the problem: the current Interpretations to Article 6
(Question #19) states, “Shift trades that have been partially
completed will be honored as originally approved.” How can shift
trades be partially completed if each line on the form is
considered a separate trade? 

If that’s not enough, we have a case from the past (MHT-R-
0328-09) showing how an agent was obligated to work a shift
for another agent who was out on leave, all because at least
one part of that whole shift trade form had already been fulfilled
and, therefore, the agent (and the company) were responsible
for executing the rest of the trades on that form. In cases like

Mark Waters
District 4 Representative

TWU 555 Rep Training: (L-R) Mark Waters, District 4 Representative; Tamica Davis, HOU Ramp, Alt Station Rep; Judy Burgess, BNA Ops,

Station Rep; Amye Thompson, TWU 555 Leave Specialist; Harold Achong, TUL Ops, Alt Station Rep; Jason Edwards, STL Ramp, Station

Rep; Mike Vogan, BNA Ramp, Alt Station Rep; William Malone, STL Ramp, Alt Station Rep; David Gutierrez, MCO Ramp, Alt Station Rep;

Curtis Clevenger, TWU 555 Grievance Specialist
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these, the company was
unbending—one part of the trade
form had been fulfilled, so our agent
was responsible for fulfilling his part
of the rest of that form. And we as a
union had to concede. The interps
to our collective bargaining
agreement mandated it.

So at this time, if you are in the
middle of fulfilling a four part trade
with another agent, and that other
agent goes out on a leave of
absence, contact your Union rep
immediately to find out if you are to
be paid overtime. I mean, it only
stands to reason that if your trade
partner goes out on a leave, your
supervisor should be cancelling the
rest of the trade (at least according
to this latest position on the part of
your management), and, therefore, if you find yourself still
required to work a shift for an agent who is out on leave, you
may be involved in an overtime bypass! Given the company’s
new stance, your working the remainder of your obligation as
documented on the trade form may have created a bypass
because you worked a shift that should have been canceled.

Presently, we are attempting to work this issue out with SWA,
but for the time being, this is the stance that’s being taken. Now
that the coin has been flipped, your company leadership wants
to balk at their own arguments, and to balk at their responsibility
according to the contract. Sorry, not ‘till we’re back at the
negotiating table!

m.waters@twu555.org

Staffing

By the time you read this article I hope we will be over what I
would describe as a total disrespect to the workforce, the

customers and to the
stockholders of SWA. The
atrocity that I speak of was not
just isolated to our great district
but rather was a system wide
epidemic: staffing. (Or, better
yet, the lack of staffing.) The
summer of 2010 will be a time
to remember for the loyal
members of our great district.
We had to endure record
breaking heat as well as record
breaking mandatory overtime
assignments due to lack of
staffing. To explain why I
believe that this was and is
destructive to our members,
the stockholders and the

customers alike, I would like to share just one of many stories
caused by the lack of staffing.

Sometime in the later part of July 2010 I was at home with my
wife and kids when I received a phone call from a member in
one of our larger station. It was a ramp agent who was on his
regular shift, 1330-2200, working as a load agent. He picked up

an extra shift for a fellow agent,
2200-0600; to work in the freight
house. At 2130 a ramp supervisor
informed him that he would be
needed to stay on the ramp for an
extra hour to cover running bags on
late flights. 

He called me to ask if the company
was in violation of the contract. I
had to explain to the member that
the company has the right to direct
the workforce and work
assignments are not a contractual
guarantee. He was not very happy
about the answer but understood
and went on to tell me this was
crazy because this now left the
freight house understaffed. I told
him once again that I understood
and would look into it but that,

however, his being reassigned to run bags was not in itself a
contractual violation.

My next phone call was to the freight house. I talked with one of
the agents who told me that this was not the first time a ramp
warehouseman had been pulled from the freight house and that,
as a matter of fact, it had happened on numerous occasions. As
he described, it was a disservice to the freight customers that
were waiting for inbound freight. He told me that almost every
night the ramps supervisors pull agents from the freight houseto
go work the ramp because of staff levels. I told him I would call
the MRO and then call him back.

I called the station to talk with the MRO, but he had left for the
night and was not answering his cell phone. When I called the
freight house back I found out that the ramp supervisor not only
pulled the original agent but had pulled all the ramp agents out
of the freight house and that the operations/freight agent had left
to go retrieve some NFG that was on the ground for two hours. I
asked that he give me a call when he returned. About 30
minutes later he called me back and told me that the reason he
did this was because SWA was going to have to pay for the
NFG shipment and it would have cost the company around
$5,000 dollars, not to mention pissing off the shipper. I
completely understood his reason but had to remind him that
what he did was a violation of the contract. 

The next day I had a conversation with the manager, and he
explained to me that he was unaware of the situation and would
be looking into to it. He furthermore went on to say that he was
not surprised because the staffing levels in the station were, to
say the least, unacceptable and that the station had been
requesting additional staffing long prior to this incident. Matter of
fact, I know the station has and is still requesting additional
staffing because I had had numerous conversations with the
regional director about the staffing levels two months prior to
this incident. The regional manager told me then that the G.O.
was reviewing the staffing package that the station had put
together.

As of the first day of September the station is still understaffed, I
called the regional director and we again discussed the situation
of HOU staffing levels. He had explained to me that the G.O.
approved the increase of staffing but that now we faced the
added delay of the hiring process itself. He stated that due to

Robert “Wolfie” Bettinger
District 5 Representative



new governmental rule regarding the
employment of new employees and the
background checks, it would take an
extremely long time to get a person hired
and on the payroll.

For example, the company accepted 600
applications for employment in HOU.
According to the director the company must
call all 600 and have a phone interview first.
Now, out of the 600, only 130 passed the
phone interview, and out of the 130, only 30
passed the second interview. Out of
remaining 30, only 16 passed the
background check. 

My describing the hiring process here is not
to provide an excuse for the company.
Rather, I use the above example to illustrate
my point and request that they be more
diligent with the staffing levels and not let
any station get so far behind that it causes
almost an act of Congress to get the station
back up to bare minimum staffing levels.

Brothers and sister, inadequate staff levels
affect the membership, the customers, and the stockholders
(that includes me and you) by lost revenue from irate
customers—customers who may not return to SWA.

The company has a video that they used to make every
employee watch called “Every Customer Matters”. I just wonder
if the company personnel in charge of the staffing levels have
actually watched the same film and if they understand that the
low staffing levels they have allowed to fester have a direct and
negative impact on everyone and everything, including the
bottom line…

robert.bettinger@twu555.org

We Made It!

The summer is coming to a close. I know that the long and hot
days have made the bags and freight loads extremely tiresome.

I’ve had the opportunity to
spend a good amount of time
in the field lately and was glad
to see that the majority of
flights I went on were
completely full. I applaud the
hard work and dedication of all
our membership! Your
outstanding job performance
will assist us in achieving our
goals during the next contract
negotiations. Our current
contract ends June 30, 2011;
however, we will still work
under the current contract until
the company and the union
agree to allow new contract
amendments. (Contracts under

the Railway Labor Act do not expire. They become amendable.)

I want to take a moment to acknowledge those who have taken
the steps to be a part of the negotiating team. They are currently

going through the interview process and once selected they will
have a very difficult job with long hours and time spent away
from their families. All this will be done in order to negotiate
another industry leading wage and benefit contract that benefits
the membership as a whole. 

I challenge all of our members: exercise your rights—participate
in all aspects of the negotiations from filling out surveys, to
attending j-line meetings, to passing on information. It is
imperative that we communicate with each other as a whole. In
the words of Harry Firestone, “You get the best of others when
you give the best of yourself.”

August 18-20, 2010 I was privileged to attend the Nevada State
AFL CIO 54th Annual Constitutional Convention with all the
other union affiliates. Representing TWU Local 555 was our
Captain Todd Towns, who has been working with Executive
Secretary Treasurer Danny L. Thompson of the Nevada State
AFL CIO. In attendance for TWU were Joe Blatnik (LAS),
Courtney Haywood (RNO), Deana Enders (LAS), Alt District
Rep Mike Roach (LAS), and myself. I would like to personally
thank Todd Towns. Todd, keep up the great work you do for our
membership! You are an example to us all.

During the convention, I learned that every one of us has, not
only the opportunity but, an obligation to change our country’s
direction. I am very much looking forward to next year. 

Congratulations are in order for Donna Evans who was the
recipient of TWU Local 555 District 7 scholarship for 2010. We
certainly wish you much success in your academic endeavors
and the best of luck. Donna, who is the daughter of LAS Station
Rep Mark Evans, was awarded a scholarship in the amount of
$1,000. I am sure her father is extremely proud of her and we
are too! Good Job!

In closing, remember to work safe and continue to look out for
one another. “Our greatest glory is not in never failing but in
rising up every time we fall.” -Ralph Waldo Emerson

Fraternally,
h.bryant@twu555.org

Heard Bryant
District 7 Representative
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District 7 Representative Heard Bryant & Scholarship Winner Donna Evans with her

family: father Mark Evans (LAS Ramp), mother Kisha Evans, and sister Nicole Evans



Safety: On Minimizing Regrets

As you know, my elected position for TWU 555 is Recording
Secretary, but I am also the safety & health advisor for our local.

Often times, safety issues are
extremely prevalent enough
throughout our system that
safety warrants the majority of
my day. For example, some
meetings last not only all day,
but several days. Just recently
I spent four days of training at
Southwest HDQ participating in
the ground floor planning
meetings for new safety
initiatives that will be required
of airlines by the FAA. These
new directives on safety will be
implemented in the near future.
It is imperative that our union
be involved in these important
changes, as they will have a

direct and, hopefully, positive influence on the way we conduct
our everyday job duties on the ramp and throughout ground
operations. 

Your local is actively participating in many meetings and safety
programs to ensure that we reach our goal of helping to protect
our membership in the performance of their duties. Our union’s
concern is ensuring our members return home safely and
healthy after they finish their
shifts. We know that our jobs
include working around hazardous
conditions that can lead to
injuries, some injuries very
serious. We have had fatalities
here at Southwest, and one
fatality is too many. 

This past August we concluded a
study of ramp injuries sponsored
by the National Institute of
Occupational Safety and Health
(NIOSH). The study was
conducted at our facilities at OAK.
Over 50% of our OAK ramp
agents participated in a survey
which quantified injuries common
to baggage handlers. The survey
detailed that over 73% of our
ramp agents who participated in
this study experienced lower back
pain within the last year: the most
common symptoms were aching pain and stiffness. 

The study was administered by a graduate medical student who
used her expertise to document the research in a manner that is
clear and easy to understand. We will use the findings of the
study to enhance the importance of safety awareness to our
ramp personnel. I offer a big “thank you”, to the many OAK
ramp agents who took the time to participate in this study. Their
participation is a big help to all our membership and our union
and will go a long way in promoting safety and health
throughout our system.

Working safe not only helps to lower accidents and injuries, but

it also helps the “bottom line” by saving money. When we stay
healthy, our company saves on lost time, and consequently,
overtime. We also save money on medical costs. All this means
more money in our profit sharing accounts. 

But there are other benefits to us if we adhere to safety & health
policies and practices. TWU International Director of Safety &
Health Ed Watt listed some of these benefits: 

• Safety “walk-a-rounds”, safety visit reports, and surveys like
the one in OAK can be used during negotiations to enhance
work rules. Our negotiating committee can use these tools to
formalize safety improvements during the collective bargaining
process and even help the committee to explain why we need
higher pay.

• TWU safety documents can be used during system board
hearings and arbitrations to prove the union’s position and justify
grievances by our members, as well as introduced as evidence
to support our case.

• Safety documents and studies can be used to educate the
public on the dangers that exist and that we encounter in our
work day. Often times our passengers are not aware of the risks
we face in the performance of our duties. Our union can gain
public support once they understand the hazardous conditions
and risk we are exposed to.

• Airlines are heavily regulated by government agencies. One
single law can wipe out years of gains we have made at the
bargaining table. For example: hours of service and accruing of
medical hours could be limited or reduced; drug and alcohol
testing could be changed; overtime could be limited or changed

with comp time. Changes like
these could impact our lives and
our standard of living. The ability
to use safety documents and
studies in this arena of public
policy is crucial to getting our
message across at legislative
hearings.

• We all know that when
accidents occur our company
investigates. They undoubtedly
use their findings to their own
advantage and not to the workers’
advantage. Our contract gives the
right to have our union conduct an
investigation, too. The right to
respond with the same grade of
expertise levels the playing field
for the worker as we use safety
and health to insure justice is
served.

• Perhaps the greatest benefit of safety is enhancing the
probability that when we are ready to retire from our great
company we will have our physical attributes intact. We will
have the ability to pick up our grandchildren without pain in our
backs, shoulders or arms. The ability to enjoy retirement the
way we dream it should be: enjoying the fruits of our labor
without regrets or lingering pain.

• Work safe, it benefits you, your family, your company, and, it
builds a stronger union.

God bless you all,
jesse.soto@twu555.org

Jesse Soto
Recording Secretary,

Safety & Health Advisor
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Colonial Insurance, OJI and
FMLA…Did You Know?

I talk to a lot of agents, and a few issues continue to arise. The
following issues don’t always present themselves as a problem,

but they are worth taking the
time to mention in this setting
so you may get the needed
information, or at least know
that there is an opportunity to
call someone for assistance.
While these issues don’t arise
with extremely high frequency
they do happen often enough
within the 7,000 plus agent
work group across the country. 

Did you know??? 

1. For Colonial Supplemental
Insurance, I fill out the one-
page “To be completed by
employer” form.

2. You must consult with the
insurance company, via your adjuster, to correctly attempt to
change workers compensation treating physicians.

3. When a male agent’s wife is expecting, he should fill out
two FMLA applications—one for “care of the family member”
and one for “baby-bonding”.

Colonial Insurance…If you have purchased a policy from
Colonial Insurance, you will be required to fill out a lot of
documents. Your doctor will need to fill out medical forms
confirming your condition and it would seem appropriate for the
station administration or Attendance & Leave department to
have to confirm some information about your status. The last of
these, the confirmation of your status, the form that says to be
completed by your employer actually comes to me to sign.
Before sending the document, the agent usually calls me and
lets me know they are faxing it, and I sign it and send it back to
you, not to the insurance company. Although TWU 555 is not

your employer, I, in my capacity as Leave Specialist, am given
the task of being the contact for Colonial to follow-up with
regarding your off-work/return-to-work status. I initially and
periodically follow-up with SWA through the Senior Manager of
Employee Resources - Salary Administration to verify your
status.

On the Job Injury…Once you file a worker’s compensation
claim with a supervisor and are sent to the initial visit with the
company doctor; it would be in your best interest to continue to
treat with that doctor and follow his treatment regimen in order
for your claim to be covered under OJI and not your regular
medical insurance. All too often lately agents have been going to
the initial doctor’s appointment and requesting…
asking…demanding to see another doctor and not the so called
“company quack”. I am not telling you to treat with someone
who is giving you ‘bad’ treatment, but I also want your time off
work to be protected and your claim to be accepted by the
insurance company from day one. The best chances for that
occurring is for you to treat with that company doctor until the
insurance adjuster contacts you and lets you know what options
you have. At that time you can lodge your complaint against the
company doctor or quack, whatever the case may be. The
insurance adjuster will send over the required paperwork so that
process might go a little smoother. Because of the nature of the
beast that is OJI, you might be injured at a time or a day that
the insurance company is closed for business and an adjuster
may take several days to contact you. They usually quote 72
hours before the adjuster will contact you, but they work 8-5,
five days per week. I ask that you be patient and know that I’d
rather see your days off work be protected and the claim to stay
under workers compensation than see you change doctors so
hastily that no paperwork can be filed properly.

FMLA…I get to congratulate many male agents when you find
out that your wife is expecting a child. I also have the
responsibility to inform you of your rights and ensure that you
get to spend as much time as you can afford to be off with her
during her pregnancy. The following types of FMLA are unpaid
unless you live in one of a handful of special states. To that end,
please know that you have the opportunity to “care for your
family member” during a high risk or complicated pregnancy and

Amye L. Thompson
Leave Specialist

TWU 555 Rep Training: (Front Row L-R) Larry Lisowski, ALB Ops, Station Rep; Eddie Arevalo, HOU Ramp, Alt Station Rep; Angela

Washburn, BOS Ramp, Interim Station Rep; Mike Martinez, District 1 Representative; Sean Hamaker, PVD Ramp, Alt Station Rep; Eric

Cressotti, BDL Ramp, Alt Station Rep; Paul Bohle, BWI Provo, Station Rep

(Back Row L-R) Rick Hendsbee, PHL Prov, Station Rep & Alt Dist 1 Rep; Emory Marshall, PHL Ops, Station Rep; Amye Thompson, TWU 555

Leave Specialist; John Georgiou, LGA Ramp, Station Rep; Ryan Sousa, PVD Ramp, Interim Station Rep; Ben Faulisi, CMH Ramp, Alt Station

Rep; Arthur Gibson, BWI Ramp, Alt Station Rep
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when the doctor advises that she can no longer drive
herself. Upon finding out she is pregnant and in the
midst of severe morning sickness or serious mood
swings most obstetricians will fill out paperwork so that
you can care for, and emotionally support, your wife.
Please understand that this federal protection is a
benefit for you to have for your wife, not your girlfriend
and likely not the common-law partner unless other
documents can be provided to assist you in garnering
the approval. As the time of the birth approaches you
will likely fill out another approval for “baby-bonding”.
Proof of birth will be sent to Aetna to confirm the date
that the need began. Please know that once the baby
is born, approval for the wife usually ends, unless
complications from the pregnancy are present and the
baby-bonding approval won’t start until the baby is
actually born. 

If you remember these few “need-to-know” facts you
will find it easier to use your benefits.

1. Your Colonial payment won’t be delayed
because you don’t know who fills out the form. 

2. You will not suffer days not being covered by workers
compensation or have your claim turned over to sick leave
because the proper paperwork was not completed ahead of
time. 

3. You will be able to spend as much time as you can afford
to with your wife and not miss one moment of the labor and
delivery process.

If you have specific questions regarding any of the above
benefits, please do not hesitate to contact me.

a.thompson@twu555.org

Gems & Nuggets (& Pitfalls)

It’s that time again already, time to write a newsletter article.
What to write about? Our editor has been reminding us for the

past month that our articles are
due, and yet here I am at the
last minute trying to decide on
a topic. Negotiations are on the
horizon, but they are still on
the horizon. Participation?
Voting? Already covered many
times, and if you are reading
this article, you are probably
one of those who do
participate. And I’m not sure I
care for those articles written
just to point out the failings and
inadequacies of management
or those that discuss in great
detail the new direction the
company is headed; so not one
of those articles–this time.

Then I remembered back a few days to when an idea for an
article hit me. It hit me because someone on a station visit said,
“You should do your article about that.” We had been discussing
something that is in the contract but apparently not well known:
something you might call a “Really?” or a “Since when?” or even
a “You’re kidding!” These gems and pitfalls are scattered
throughout the contract, just waiting to be dug out or fallen into.

I realize that there are those reading this who are true contract
connoisseurs—aficionados who can cite the article and
paragraph of any item mentioned in the contract. There are also
those who haven’t, for one reason or another, bothered to look
at the contract at all. I have before and will again encourage
everyone to read through the contract. You might find your own
“Since when?” If you really want to have some fun, pick out a
day for everyone to read the contract at work. Extra points
awarded if that day coincides with a station visit from someone
from the G.O.

The first gem is in Article 9, Paragraph A—Training. Essentially
this paragraph says that the company has to make every
reasonable effort to schedule you to attend training during your
shift. If the training is outside of your normal hours, then the
applicable overtime rate is paid. Now here’s the little nugget
hiding in that paragraph–training includes badging. Badging
means getting a badge in a city when you transfer in or
renewing your current badge. But don’t let your badge expire.
That is not covered. So take a look at your badge…when does it
expire? Is it soon? Be proactive. Remind your supervisor or
manager that your badge will expire soon and ask them when
they want you to go get it renewed. Remember, it can be during
your shift (every reasonable effort), or outside of your scheduled
hours (applicable overtime rates apply), but one way or another
you will be compensated for badging.

While pay for badging is new language added in the last
contract, this next nugget has been in the contract for a while.
The 12 day rule’s first incarnation appeared in the 1984 contract
and has undergone some changes in negotiations over the past
quarter of a century. A cousin of the 10-hour rest rule, this gem
can be found in Article 6, Section 1, Paragraph J 5. It says, in
short, that you cannot be required to work more than twelve (12)
days in a row.

Now let’s say that you work in one of the many stations that
have quite a bit of mandatory overtime. And say that you are
being assigned a mandatory shift every week, giving you only
one day off a week. The next time you get a mandatory
assignment on your first day off, sign up for voluntary overtime
on your second day off. This will not only get you two days of
double time, and maybe help someone else by letting them

Kevin Carney
District 6 Representative
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have two days off, but as long as you work through to your next
days off, you cannot be assigned mandatory overtime on your
13th day in a row.

A couple of things to keep in mind about the 12 day rule: the
day off protection only applies to your scheduled days off. Your
scheduled hours are your scheduled hours. You have to work all
12 days; shift trade a day off and the count starts all over again.
Also, you do not have to be mandatoried to use the 12 Day
Rule. If you pick up both of your days off with shift trades, the
protection still applies.

Another nugget (or pitfall, however you want to look at it)…most
people know that you can use four doctor’s notes per year and
that a doctor’s note must include: the inclusive dates of the
illness, dates of the treatment, date employee can return to
work, and the doctor’s signature. But a pitfall that some, but not
all, are aware of is the limit on the number of doctor’s notes you
can use between November 1 and January 3. Article 23, Section
1, Paragraph C includes language that limits you to one doctor’s
note from November 1 to January 3. If you are sick more than
once during this time frame, you will get attendance points after
the first doctor’s note.

These are just three of the lesser known parts of the contract.
And while no one expects you to memorize the entire contract,
all 31,000 plus words, you’ll never know what you might find in
the contract unless you read it. And when you find one of those
gems, make sure you let others know about those treasures you
mined.

Noli sinere te ab improbis opprimi.
kevin.carney@twu555.org

ADT/WWC, June 14-16: Meeting
Summary & Notes

Day One

First speaker—Libby Herrera Navarrete, a labor lawyer. She
started out in 1998.

• As a woman, you must prepare more than most men. She
had to work much harder to prove she could handle the job
due to the fact she was a woman.

• Must be able to balance and do preparation.

• Always protect yourself. Don't be afraid to use your
emotions to your advantage when necessary.

• Can't stress enough how important it is to be prepared. 

Second speaker—Deborah Dion, South Florida AFL-CIO

Political Director in Miami Dade County, along with Fred Frost.

• Women are still not getting equal pay. Fair pay for women
is particularly important in difficult times.

• Wage theft—working beyond your 8 hours but only being
paid for 8.

• Deborah explained how unemployment rates vary per
state. Florida's max is approximately $250 while
Massachusetts is $925.

• Unemployment needs to run indefinite.

• Also important is HR 2460, which is the Healthy Families
Act. 

After lunch was provided by Local 568, we had a COPE update
from Alex Garcia, COPE Director; Terry Daniels, COPE Political
Field Assistant; and Gwen Dunivent, COPE Political Field
Assistant.

Third speaker—Jeannie Driscoll, Managing Director of Cargo,
American Airlines at MIA. Jeannie manages the largest Cargo
Operation for American Airlines and is in charge of more than
350 employees. Her experience started on the ticket counter.
She explained that it's important to go out of your comfort zone
in order to advance in your career. 

Next we read minutes from the meeting in March. 

Local 556 took the floor for a few minutes and discussed an
“Involvement” survey for an open/interactive discussion. 

Day Two

Patricia Ireland brings a unique perspective to her practice in
labor law. She started as a flight attendant and got involved in
labor when her husband was denied dental insurance because
she was a woman. Ms. Ireland currently practices with the firm
of Phillips & Richard, P.A.

Steve Roberts talked about the importance of organizing.

Gilda Brown Suluki and Joyce Frissora gave a presentation on
skin cancer. She gave out excellent handouts that will be
distributed to our 555 union sisters. 

Maria Greco, a professional pilot, spoke to us about the troubles
and obstacles she came across in the industry as a woman.
She has lots of accomplishments, all while raising a combined
family of 10 kids.

After committee reports were finished the meeting was
adjourned. 

While meeting in Florida, some ATD Working Women’s
Committee representatives, along with TWU organizer Steve
Roberts, did what they could to help by leafleting JetBlue flight
attendants. After meetings were wrapped up in Miami they
headed to Fort Lauderdale airport to show their support in
JetBlue’s organizing efforts. “Whatever can be done to help our
TWU, we will be there in full support,” said Co-Chair Margaret
Sadler of Local 555. The flight attendants who were given
leaflets were very nice, welcomed the information and some
even thanked the TWU women for their support. They spent a
couple of hours at the airport leafleting both the upper and lower
area of the terminal, trying to cover as much ground as possible.

TWU 555 Working Women’s Committee

Angela Cox, Kimberly Gray & Margaret Sadler
TWU 555 Working Women’s Committee
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Bids, Books and You

Hello Brothers and sisters. I hope this article finds you in good
health. Another summer is in the books, and now it’s time to

prepare for the fall and winter
months. As the weather begins
to turn be sure to exercise the
proper precautions and ensure
that we all get the chance to
enjoy the remainder of the year
and many more to come.

I would like to speak a bit
about a tool every member has
access to. It’s called a
permanent bid form and while
it shouldn’t be a new item to
many, I feel its use is important
to emphasize. The permanent
bid form acts as insurance
should a member be unable to
participate in the scheduled bid

process. You indicate preferences on start times and days off as
outlined on the form. Then, should the company not have a bid
form during a bid cycle, they would award a shift that is in-line
with what was put down on that agent’s permanent bid form. It’s
actually pretty straight forward.

However, I have heard things like the following… “I never forget
to bid.” and “What if I change my mind?” from a few members I
have asked who replied that they did not have a permanent bid
on file. I have just as frequently heard about how others wished
they had utilized the form due to unforeseen out of town trips or
even the for seen ones that contributed to missing a bid. The
simple truth is that it will take five to ten minutes to fill out and
could prevent potentially months of grief due to a shift and
schedule you never wanted.

So please, do yourself a favor and ask a rep, sup, or admin for
a permanent bid form and get it filled out and turned in.
Remember that a copy goes to management, your union rep,
and you also retain a copy for your own records. Each station
may have its slightly differing procedure, but if you need to
update your preferences you can cover most bases by
resubmitting a revised copy and marking it as such, along with
the date to be sure that the most recent form is used. Again, just
as with auto insurance, the hope is you never have to use it but
if the need arises, isn’t it better to have it?

If I still have your attention and you haven’t just started to
glance around, looking for something else to read, let me make
a suggestion for when you’re done with the Voice… the
contract. There’s no shortage of extremely useful information in
that book and its companion, the work rule interpretations
(which can be found online at twu555.org). If you haven’t
already, or even if you have, go through and read a portion of
either whenever you have an opportunity. If you happen to find
something interesting or previously unknown, why not highlight it
so that you can find it later. I’ll admit that the contract and work
rule interpretations may not always be the most exciting reads,
or maybe you think they are, but just spend a minute or two and
focus on just one paragraph or article at a time. There are also
various other publications put out by this local for the purpose of
educating and informing. Seek those out, as they are wealth of
information as well.

To the station reps and their alternates, I extend a thank you for

all the work you do. Your work isn’t always acknowledged, but it
is recognized. And to all, feel free to contact me with any
questions, concerns, or ideas you may have. Thank you for your
time and work safe out there.

Fraternally,
albert.barbosa@twu555.org

TWU555.org—Check It Out

There is a wealth of useful information at our fingertips, and only
a handful of us utilize it. Below you will find a small portion of

the interesting information you
can tap from most Southwest
computers and, of course, any
PC.

Can a supervisor LWOP when
they are working for an agent?
No
If you shift trade with a relief
agent, can the regular relief
shift still be adjusted if
necessary?
Yes if you pick up or shift trade
with a relief agent you in effect
become a relief agent for that
day.
Can the company refuse to
approve a shift trade or shift

give away between two members if all the outlined requirements
have been met?
No. If all the outlined requirements are met in article 6 section
one paragraph J the company must approve the trade, even if
there are two different months on the trade sheet.
If you work 3 doubles in a row, can they mandatory you into a
double the next day?
No
On a mandatory shift when must the employee make their
choice as to whether or not they are going to use their 10 hour
rest rule?
When possible the employee will notify the supervisor at the
time of assignment, otherwise whenever possible, up to two
hours before the start of the regular shift whether they want ten
hours rest or to work the hours included in the rest. At that point,
scheduling will be made and cannot be changed. The union and
the company agree that less than 2 hours notification is not
desirable. (But, then again, they both feel the same way about
mandatory overtime also.)

Can you be extended on both ends of your shift?
Yes, but the total may not exceed 4 hours. Example: Agent A is
scheduled 1000-1830; extend 3 hours prior to their shift and ¾
of an hour after their shift, not 4 hours prior and 4 hours after.
What is the proper procedure for mandatory shift extensions?
When should we stair step the assignment?
Mandatory shift extensions are determined by the time the
overtime is needed, and the most junior agent is extended
based on their shift ending time. When the extension is for a
period of 2 or hours or more, and a less senior agent is
available following the extension, the first agent will be released,
and the more junior agent will be required to complete the

Albert Barbosa
District 8 Representative

Greg Puriski
Education Committee



The Space Between Word & Deed, Part ةسمخ
Alright, I Give Up...The Joke’s On Me, I Guess!
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“we are now overstaffed”
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“as efficient as you
possibly can”“right-size our

staffing”
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“HDQ is not replacing headcount”

“work harder, work smarter”

“frozen our total headcount”“m
aintain our Low
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ost Leadership”

HDQ Job Postings
6.4 TRAINING SCHEDULER I

6.4 MANAGER MAINTENANCE NIGHTS

6.7 SAFETY PERFORMANCE EVALUATOR

6.8 PLANNING ANALYST

6.8 ASSOCIATE MANAGER-PARTNERSHIP

ALLIANCES

6.9 COMMUNICATIONS SPECIALIST

6.9 MANAGER, PROJECTS & ANALYSIS-REVENUE

MANAGEMENT

6.9 ADMINISTRATIVE ASSISTANT-LEGAL

6.10 MANAGER, MARKETING-LOALTY TEAM

6.14 GRAPHICS AND WEB DESIGN SPECIALIST

6.16 CS&S CULTURE AMBASSADOR

6.16 TREASURY ANALYST

6.16 MANAGER CARGO OPERATIONAL SYSTEMS

DAL

6.17 MANAGER, PROJECTS & ANALYSIS-REVENUE

MANAGEMENT

6.17 ADMINISTRATIVE ASSISTANT

(DIRECTOR/MANAGER)

6.18 BUYER, TRAVEL

6.18 SAFETY SPECIALIST-SAFETY PROGRAMS

6.18 SR. ASSCOIATE

6.18 FINANCE BUSINESS PROCESS CONSULTANT

6.18 COMMUNICATIONS SPECIALIST

6.21 MAINTENANCE PROGRAMS SPECIALIST

6.22 SENIOR ANALYST, ASSET MANAGEMENT

6.22 CURRICULUM DEVELOPER

6.23 SOURCE OF SUPPORT REPRESENTATIVE 1

6.23 MANAGER, AIRPORT SECURITY TECHNOLOGY

6.24 GROUND OPS INSTRUCTOR

6.25 PROJECT LEADER

6.25 RELIABILITY ANALYST

6.30 EMPLOYEE RESOURCES COORDINATOR

7.1 QUALITY ASSURANCE AUDITOR

7.1 COORDINATOR – PEOPLE DEPARTMENT

7.2 ANALYST – NETWORK PLANNING, CURRENT

SCHEDULES

7.2 SR ANALYST – NETWORK PLANNING,

INITIATIVES

7.2 EMERGENCY RESPONSE COORDINATOR

7.6 COMMUNICATIONS SPECIALIST

7.7 CREW SCHEDULER I

7.9 COMPENSATION COORDINATOR - PEOPLE

DEPARTMENT

7.9 FLIGHT OPS ADMINISTRATIVE COORDINATOR

7.13 ASSOCIATE IV INVOICE PROCESSING –

FINANCE

7.13 COMMUNICATIONS SPECIALIST

7.13 SUPERVISOR, CUSTOMER RELATIONS

TELEPHONE STAFF

7.15 MAINTENANCE SHOP CONTROLLER

7.15 SENIOR ANALYST, ASSET MANAGEMENT

7.19 SENIOR ANALYST

7.20 SOURCE OF SUPPORT SPECIALIST

7.22 MANAGER EMPLOYEE RESOURCES

7.26 ASSOCIATE TAX ACCOUNTANT

7.28 ACCUNTANT I, FIXED ASSETS

8.3 ASSET MANAGEMENT SENIOR ANALYST

8.9 ASSET MANAGER WORKFORCE SYSTEMS

8.12 GROUP LEADER, HR BUSINESS PARTNER

8.12 SR. MANAGER, ORGANIZATIONAL

DEVELOPMENT

8.12 PAYROLL SPECIALIST

8.16 MANAGER POWERPLANT CONTRACTS

8.17 CURRICULUM DEVELOPER

8.17 DIRECTOR, PLANNING AND MATERIALS

MAINTENANCE

8.20 SAP SPECIALIST, HRIC

8.23 MANAGER, SAP SUPPORT

8.25 FMLA COMPLIANCE ASSOCIATE

8.25 BASE COORDINATOR

8.25 SPECIALIST, LEAVE ADMINISTRATION –

INFLIGHT

8.26 SAP SUPPORT SPECIALIST

8.26 PARALEGAL I

8.26 CREW SCHEDULER I

8.27 SR. MANAGER AUTOMATION CABIN SERVICES

8.30 FMLA COMPLIANCE ASSOCIATE

Mgmt Job Postings, Non-HDQ

6.4 CUSTOMER SERVICE SUPERVISOR PHL

6.7 ASSISTANT STATION MANAGER

RAMP/OPERATIONS IV BWI

6.7 RAMP AGENT SUPERVISOR PHX

6.7 RAMP AGENT SUPERVISOR MCO

6.8 FLIGHT ATTENDANT SUPERVISOR I BWI

6.8 RAMP AGENT SUPERVISOR SAN

6.9 RAMP AGENT SUPERVISOR ALB

6.9 SUPERVISOR AIRCRAFT MAINTENANCE OAK

6.16 OPERATIONS AGENT SUPERVISOR MDW

6.16 STATION DIRECTOR DAL

6.16 SUPERVISOR AIRCRAFT MAINTENANCE LAX

6.16 CUSTOMER SERVICE SUPERVISOR ORF

6.16 PROVISIONING SUPERVISOR BWI

6.17 RAMP AGENT SUPERVISOR SAN

6.17 CREW BASE COORDINATOR PHX

6.22 CUSTOMER SERVICE SUPERVISOR MAF

6.22 RAMP AGENT SUPERVISOR SFO

6.22 MANAGER OF RAMP AND OPERATIONS OAK

6.23 CUSTOMER SERVICE SUPERVISOR BNA

6.23 TEAM LEADER ABQ

6.23 RAMP AGENT SUPERVISOR MCO

6.23 RAMP AGENT SUPERVISOR SEA

6.24 RAMP AGENT SUPERVISOR OKC

6.24 CUSTOMER SERVICE SUPERVISOR BOS

6.28 MANAGER RAMP AND OPERATIONS II SLC

6.30 CENTER SUPPORT LEADER OKC

6.30 CARGO MANAGER OF OPERATIONS FLL

7.1 RAMP AGENT SUPERVISOR BOS

7.1 CUSTOMER SERVICE SUPERVISOR BOS

7.1 RAMP AGENT SUPERVISOR RNO

7.2 RAMP AGENT SUPERVISOR DEN

7.2 CUSTOMER SERVICE SUPERVISOR DEN

7.2 RAMP AGENT SUPERVISOR LAS

7.2 RAMP AGENT SUPERVISOR LBB

7.2 RAMP AGENT SUPERVISOR MCO

7.6 CUSTOMER SERVICE SUPERVISOR MCO

7.6 CUSTOMER SERVICE SUPERVISOR HOU

7.6 CUSTOMER SERVICE SUPERVISOR FLL

7.6 TEAM LEADER SAT

7.7 CUSTOMER SERVICE SUPERVISOR LAS

7.7 TEAM LEADER ABQ

7.8 CUSTOMER SERVICE SUPERVISOR PHX

7.9 CUSTOMER SERVICE SUPERVISOR BOS

7.9 RAMP AGENT SUPERVISOR BOS

7.9 RAMP AGENT SUPERVISOR OKC

7.12 STAFFING LEADER MDW

7.13 CUSTOMER SERVICE SUPERVISOR PHX

7.13 RAMP AGENT SUPERVISOR LAS

7.14 PROVISIONING AGENT DUPERVISOR DEN

7.14 ADMINISTRATIVE STAFFING COORDINATOR

SAT

7.14 OPERATIONS SUPERVISOR - WORKING IN

CARGO BWI

7.14 STATION MANAGER I LGA

7.15 CUSTOMER SERVICE SUPERVISOR DEN

7.15 SUPERVISOR OF AIRCRAFT MAINTENANCE

DAL

7.15 RAMP AGENT SUPERVISOR BWI

715 OPERATIONS AGENT SUPERVISOR MSY

7.15 SUPERVISOR ARCRAFT APPEARANCE PHX

7.15 SUPERVISOR STORES PHX

7.16 CREW BASE COORDINATOR PHX

7.16 STATION MANAGER IV BWI

7.16 FLIGHT ATENDANT SUPERVISOR I OAK

7.22 CUSTOMER SERVICE SUPERVISOR IAD

7.23 RAMP AGENT SUPERVISOR FLL

7.26 RAMP AGENT SUPERVISOR MDW

8.9 RAMP AGENT SUPERVISOR PIT

8.11 CUSTOMER SERVICE SUPERVISOR BUR

8.11 OPERATIONS AGENT SUPERVISOR BWI

8.12 OPERATIONS SUPERVISOR SFO

8.12 RAMP AGENT SUPERVISOR SFO

8.12 SPECIALIST LEAVE ADMINISTRATION BWI

8.12 INFLIGHT SUPERVISOR I MDW

8.12 ASSISTANT STATION MANAGER MSY

8.16 TEAM LEADER EMPLOYMENT OAK

8.16 STATION MANAGER PBI

8.16 RAMP AGENT SUPERVISOR DEN

8.16 RAMP AGENT SUPERVISOR DAL

8.17 CUSTOMER SERVICE AGENT SUPERVISOR MKE

8.17 RAMP AGENT SUPERVISOR MKE

8.17 RAMP AGENT SUPERVISOR LAS

8.17 RAMP AGENT SUPERVISOR MCO

8.17 LOBBY/T-POINT MANAGER MDW

8.17 CUSTOMER SERVICE SUPERVISOR CLE

8.17 OPERATIONS AGENT SUPERVISOR FLL

8.20 BILINGUAL TEAM LEADER PHX

8.23 CUSTOMER SERVICE SUPERVISOR DEN

8.24 RAMP SUPERVISOR BWI

8.25 COORDINATOR, PEOPLE MCO

8.25 OPERATIONS SUPERVISOR SLC

8.26 RAMP AGENT SUPERVISOR ECP

8.26 SUPERVISOR AIRCRAFT MAINTENANCE DAL

8.26 RAMP AGENT SUPERVISOR MSY

8.26 RAMP AGENT SUPERVISOR MCO

8.26 MANAGER RAMP & OPERATIONS OAK

8.27 RAMP AGENT SUPERVISOR CMH

8.27 PROVISIONING AGENT SUPERVISOR MCI

8.27 CUSTOMER SERVICE SUPERVISOR MDW

8.30 CUSTOMER SERVICE SUPERVISOR IAD

8.30 PROVISIONING SUPERVISOR BWI

8.30 CUSTOMER SERVICE SUPERVISOR BWI

8.30 RAMP AGENT SUPERVISOR DAL



overtime requirement. The total amount of overtime by this type
of coverage shall not exceed 3 hours and 59 minutes, even if
the shift was “stair stepped“. 
What if an employee who is scheduled two shifts No Shows?
The maximum charge for No Showing shift(s) is 2 points per
day.

An employee who No Shows one shift and calls in sick for
the second shift will be charged 3 points.
An employee who No Shows one shift and works a second
shift and will be charged 2 points.

If you want more answers to questions like the ones above all
you have to do is go to twu555.org, go to the left hand column
click on Contracts, Work Rules, Bylaws, Newsletters and you
can access all of the up to date Work Rules Interpretations and
much more useful information including current events.

education@twu555.org

Central Labor Councils

With new contract negotiations coming up next year, I would like
to write about an integral part of organized labor at the local

level.

First, just to give a little
background info…TWU Local
555, as most of you know, is
one of the many locals that are
a part of the Transport Workers
Union International. TWU
International, along with 55
other national and international
unions, is part of a voluntary
federation known as the AFL-
CIO (American Federation of
Labor & Congress of Industrial
Organizations). The AFL-CIO
union movement represents
11.5 million members. Their
mission statement is, “To

improve the lives of working families- to bring economic justice
to the workplace and social justice to our nation.”

To accomplish this mission, they will build and change the labor
movement. One of the ways the AFL-CIO tries to do this is
through Central Labor Councils (CLCs). In local or area CLCs,
the mission is to bring different unions together to work
collectively in organizing new members, educating and
mobilizing existing members in cities and counties to create a
powerful voice for working families. CLCs are a grassroots
network that work to ensure that economic, education, health
care, and other policies are in place that benefit working
families. TWU Local 555 is currently involved in of 14 of the 525
local labor councils across the country. 

Central Labor Councils give working families a voice. Some of
the things they do include getting members involved in their
communities, like helping members in need of emergency
assistance during family crises and natural disasters, plant
closings and other economic hardships. CLCs help build up their
communities by bringing labor together with various religious
and community groups to support economic developments that
can create good paying jobs that can, in turn, ensure a solid

revenue base for important services such as education.

Other things CLCs are involved in are local and state
government, informing their members in regard to local and
state politics, voter registration and, most important, job issues.
By working together in the CLCs, unions come together to
support one another’s organizing campaigns and contract
bargaining. With the use of rapid response teams, CLCs turn
out large groups to assist with informational picketing, to support
union members, whatever the cause, and to support union
members’ efforts to win positive changes on the job and hold on
to past gains. During the past two contract negotiations Local
555 had help from a number of Central Labor Councils during
our info picketing.

Central Labor Councils are a vital part of unionism. They believe
in fighting for working families—be it through respectable
wages, health care, or other benefits—they stand ready to fight
the good fight.

To find out if there is a Central Labor Council in your area, you
can contact me at 813-728-5277 or send me an email at
mike.cernosek@twu555.org. If you are interested in joining and
attending the meetings just let me know and we can get the
process started. In general CLC meetings are held one day
each month, usually in the evening, and the meeting usually last
around two hours. Please don’t forget, new contract negotiations
are just a few months away and I don’t know about you, but I
kind of like the idea of having them in our corner!

As always, thank you for all of the hard work you do, especially
this past summer. I know it was hellacious with working in the
heat, the elements, and of course, working short, otherwise
known as “the Southwest way” (Did I say that out loud?) Please
know that your efforts do not go unnoticed (at least by the union
office.)

God Bless You All
mike.cernosek@twu555.org

Your Time Will Come

In the past four months since I have been in this position, there
have been two elected station representatives recalled from

their positions in district 3.
During the process I heard a
number of reasons for why
members would want to
remove their elected
representatives from their
positions. As I was contacted
several times during the
process, I would immediately
tell every member who
contacted me that I could not
discuss it and anything
involving the recall would have
to be directed to the Recording
Secretary.

The truth is I cannot be
involved with the recall of an

elected station rep, nor do I want to for a number of reasons. I
did learn why the members initiated this process. It was
because they felt that the people holding the elected positions
were not in fact living up to their expectations. Well, after looking

Randy Barnes
District 3 Representative

Mike Cernosek
District 2 Representative
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into that issue a little further I found that in each case the
elected reps won their positions by acclimation. That means that
they won the positions without anyone else stepping up to run.
They in-fact at the time were the only members interested
enough to accept a nomination to represent the members of that
station. Let me put it another way, no one else bothered.

Although the members at these stations have spoken loud and
clear saying that they want a change, and I definitely respect
that, at the same time we must all remember that we are a
union and we must stick together. This means we should thank
the members that did care enough to run for the positions in the
first place. This will go a long way towards mending the wounds
that were opened during this entire process, wounds that
possibly may never heal. After all, the definition of union is, “the
act of uniting or the state of being united.”

Now this leads me to another issue in and of itself, and that’s
the issue of poor voter turnout. This is an issue that is not
unique to Local 555 or to unions in general. The voter turnout in
the general public elections is often very poor. In many circles a
25% turn out for an election is viewed as very good. Not here,
not with thus. At this point we can only aspire to one day have
25% of our membership care enough about an issue to take five
minutes and vote. A growing number of members are choosing
not to be involved with anything associated with the Local until
they are in trouble. Well, that is definitely not the time to choose
to be involved with the union because often times by then it’s
too late. Many members only appreciate the union when trouble
is near or when their feet are in the fire.

We must, and I say we because we are all in this together, find
a way to start caring enough about what’s going on with our
Local today, in-order to ensure our existence tomorrow. Sure

you can continue to say, “It doesn’t concern me.” or, “I don’t
need the union.” or even, “What has the union ever done for me
other than take money out of my check?”, but if you continue on
with this mind set, then when you find yourself in-trouble and
needing good representation because you’ve been unjustly
terminated, but there won’t be anyone you’ll want to turn to.

Many of us may never need a union representative except for
one time in our career, but that one time may be the most
important time for us. Without good representation you will be as
vulnerable as a 12 point buck walking through the middle of an
open field surrounded by sharp shooters in every tree. I don’t
know about you but that scenario doesn’t sound too appealing
to me. Voting is a right that is far too often taken for granted.
When we vote for our union representatives we are actually
voting for the person that will voice our desires and beliefs
regarding issues involving our jobs. That ranges from how much
money we will earn to our every day working conditions. Don’t
get me wrong. Our union leadership doesn’t control these
things, but we do have a say through contract negotiations and
arbitrations. Now ask yourself, do you really need to vote and do
you really need to be involved with the union? Well, I think I can
answer that by saying that if you don’t then when your turn
comes to need good representation, and it surely will, you may
feel as vulnerable as that 12 point buck in the middle of the
field. This is why we must aspire to have an average of 60%
voter turnout for every vote. No one is asking you to be the next
great union president, only to be the next great union member.
We all can aspire for that goal. After all, it’s for our own self
preservation. 

Be an advocate! Get involved! Vote next time no matter what!

United! Invincible!
randy.barnes@twu555.org
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A Japanese company and an
American company decided to
have a canoe race. Both
teams practiced hard and
long to reach their peak
performance before the
race. On the big day, the
Japanese won by a mile. 

Afterward the American
team became very
discouraged and morally
depressed. The American
management team decided
the reason for the crushing
defeat had to be found. 

A "Six Sigma Management
Team" made up of senior
executives was formed to
investigate and recommend
appropriate action. Their
conclusion was that the
Japanese had 8 people
rowing and 1 person

steering, while the American
team had 8 people steering
and 1 person rowing. 

So American management
hired a consulting company
and paid them an incredible
amount of money to propose
a solution. They advised
that too many people were
steering the boat, while not
enough people were rowing. 

To prevent losing to the
Japanese again the next
year, the rowing team's
management structure was
totally reorganized to 4
steering managers, 3 area
steering superintendents,
and 1 assistant steering
superintendent. They also
implemented a new
performance system that
would give the 1 person

rowing greater incentive to
work harder. It was called
the "Rowing Team Quality
First Program," with
meetings, dinners and free
pens for the rower. "We must
give the rower, both
empowerment and enrichment
through this quality
program." 

The next year the Japanese
won by 2 miles. 

Humiliated, the American
management laid off the
rower for poor performance,
halted development of a new
canoe, sold the paddles, and
canceled all capital
investments for new
equipment. Then they
distributed the money saved
as bonuses to the senior
executives.



OSHA Chief Urges Jailtime

The head of the Occupational Safety

and Health Administration (OSHA) told

a convention of safety engineers that

monetary penalties aren’t enough to make

some employers show proper concern for the

health and safety of their employees.

“It’s an unfortunate fact that monetary penalties

just aren’t enough,” said Dr. David Michaels.

“We believe that nothing focuses the mind

like the threat of doing time in prison, which is

why we need criminal penalties for employers

who are determined to gamble with their

workers’ lives and consider it merely a cost of

doing business when a worker dies on the

job.”

Michaels was speaking before the American

Society of Safety Engineers in Baltimore.

Rocker Earle’s No Pepper, Supports
Mott’s Workers

Steve Earle’s not a Pepper. 

The Grammy award winning singer and

songwriter joined the boycott of the Dr Pepper

Snapple Group in August as a strike by

workers at Mott’s – a subsidiary of Dr Pepper –

stretched into it’s fourth month. 

“I’m from Texas and I’ve been drinking DP

every day since I was

10 years old but I

won’t touch another

drop until these folks

get a fair contract,”

Earle said, removing

the clause from his

concert rider requiring

that Diet Dr. Pepper

be stocked in the

dressing room at all of

his performances. 

The Dr Pepper Snapple Group has been trying

to cut the pay of workers – members of UFCW

Local 220, a local of UFCW’s Retail, Wholesale

Dept. Store Union (RWDSU) affiliate – at the

Mott’s apple juice company in Williamson, N.Y.,

even as it reported net income of $555 million

in 2009. The wage cuts demanded by Dr

Pepper Snapple would amount to $3,000 per

worker a year and the conglomerate also is

demanding an end to pensions for new hires, a

reduction in the company’s 401(k) retirement

contributions and increased employee costs for

health care benefits, all to bring the plant’s

costs in line with “local and industry standards,”

according to company spokesman Chris

Barnes. 

“It’s disgusting, honestly, that they want to take

things away from the people who made them

profitable,” machine operator Michelle Muoio

told the New York Times. 

The 350 Mott’s workers have been on strike

since May over the proposed cutbacks, arguing

that if Dr Pepper Snapple can get away with

slashing salaries and pensions while making a

profit, other corporations will be waiting in line

to follow suit.

Young Activists Urge AFL-CIO:
Promote, Support Youth Involvement

More than 300 young workers gathered in

Washington, D.C. in June for an AFL-CIO

conference designed to figure out how to get

more young people involved in the labor

movement.

With only one of every 20 people aged 18-24

in a union today, it’s a big issue.

The Next Up Young Workers Summit heard

from top leaders of the AFL-CIO, but just

briefly: President Richard Trumka and others

said they were there to listen and learn, not

preach.

The conference was organized by Liz Schuler,

39, the federation’s secretary-treasurer.  She

told the delegates, 80 percent of whom

identified themselves as union members: “This

is not just a three-day meeting with a couple of

receptions and some speakers. This is the birth

of change, and you are the change makers.”

Delegates made a number of suggestions on

how to involve more people in unions, and

union leadership.  Included were proposals to

create a young workers’ organization within the

AFL-CIO and at the state and local levels;

expand internship opportunities at all levels of

the labor movement; place younger leaders on

labor councils at all levels, and “rebrand” the

labor movement to appeal more to nonunion

workers.

Jocks Just Do It, for Justice 

By Dan Carpenter 

Makes you wonder what they’re putting in the

Gatorade and pinot noir these days. 

Suddenly, a component of the American body

politic that’s treated controversial social issues

with all the closeness a quarterback feels for

Dwight Freeney is coming out swinging against

big business and government on hard-core

matters of race, nationality, poverty and labor

unions. 

Where have you gone, Michael Jordan, who

said your business was Nike shoe

sales, not Nike shoe factories? 

A shocked nation turns its eyes to you,

Tiger Woods, who turned a cold

shoulder to women — as seekers of full

membership in Augusta. 

In sensational developments recently, Arizona’s

new show-us-your-papers law got slam-dunked

by the owner and players of the Phoenix Suns,

with myriad other pro basketball and baseball

folks joining in; while three Indianapolis hotels

took a boot from the National Football League

Players Association (NFLPA) over the

treatment of mostly Hispanic service

employees. 

Setting aside the particulars of the debate, this

is the political equivalent of a Chicago Cubs

World Series appearance to those sports fans

who hunger for their heroes to lend their

influence to causes more challenging than

youth fitness and fatherhood. 

The exceptions prove the rule, and the

backlash they stir up proves Michael and Tiger

right in the eyes of many of their peers.

Muhammad Ali on Vietnam. Steve Nash on

Iraq. Tommie Smith and John Carlos on racial

injustice. 

The unusual mass outpouring in the Arizona

case reflects the fact that the law hit sports

figures where they live, figuratively and literally.

First, high percentages of pro basketball and

baseball players are foreign and Latino.

Second, as ex-Sun Charles Barkley noted in

his impassioned commentary, athletes in

places such as Arizona (Texas, California,

Florida...) reside in a Hispanic culture and

gladly so. Even millionaire jocks are not so

aloof that they can countenance what they

suspect will become guilt by skin color. 

Indy is more like noblesse oblige. The NFLPA

needs considerable imagination to feel union

solidarity with cleaning women. The players

would have been forgiven — and even widely

cheered — for declaring the dispute none of

their business. That they identified a crisis of

justice, and threw their weight in to promote a

resolution, speaks well of their sense of

responsibility regardless

of whether they can

be nicked on the

details. The Colts’

Jeff Saturday, signer

of the protest letter,

must be listening to

owner Jim Irsay

who, for all his

sense of entitlement

vis à vis Indiana

taxpayers, has not

been loath to speak out for the downtrodden
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from his bully pulpit. 

I hope we’re seeing a trend. I’ve beseeched

sports stars over the years to stand up against

racist mascots; against baseball sweatshops in

Haiti; against child labor abroad and child

homicides in America linked to overpriced

sneakers. Dream on, I told myself; and lookie

here. 

–The writer is an op-ed columnist for The
Indianapolis Star. Reprinted with permission.

BP’s Gulf Oil Spill Posing Dangers To
Thousands of Cleanup
Workers

The toll on the health of

the environment caused

by the disastrous BP

oil spill in the Gulf of

Mexico may not be

known for decades,

but the toll on the

34,000 cleanup workers is

being felt already.

Eleven drilling rig workers died and 17

were injured when the Deepwater Horizon

drilling rig being operated by British Petroleum

exploded 41 miles off the coast of Louisiana

April 20.

Millions of gallons of oil a day began spewing

into the waters of the Gulf from the undersea

wellhead, sickening and killing wildlife,

polluting the air and the seabed and fouling

wetlands and beaches in four states.  BP hired

some 34,000 workers to contain and try to

clean up the mess, and scores of them began

to take ill from exposure to the oil and its

fumes and dispersants employed to break

down the oil.

BP did not provide most of the workers with

hazmat gear or respirators, apparently for fear

that news photographs would paint a grim

picture in the public’s mind.  The Louisiana

Environmental Action Network said BP

threatened to fire workers who did wear such

gear

By mid-June the Louisiana Department of

Health and Hospitals showed 143 reports of

illnesses from spill workers and others after

exposure to polluted water, tar balls, liquid oil,

odor and fumes, dispersant and just plain

brutal heat. Eighteen cases were reported in

Alabama.

The most common complaints are throat

irritation, nausea, vomiting and rashes.      

The Occupational Safety and Health

Administration says it is difficult to track exact

figures on spill-related injuries.  OSHA official

Jordan Barab told McClatchy Newspapers that

“Anybody who calls the poison control center

or drops into the emergency room without

being officially hospitalized” may not come to

his agency’s attention.

Barab said his agency is concerned that BP

isn’t required to track cleanup workers hired by

state and local governments.  “That doesn’t

necessarily go under BP’s logs,” he said.

“We’re not quite sure whose log that’s going

on.”

OSHA can’t fine or cite BP or its contractors for

worker safety violations on the ships

and rigs working near the

Deepwater Horizon site

because its jurisdiction

ends three miles off

shore.  Regulating

worker safety on rigs

falls to the Minerals

Management Service

(MMS) or the Coast Guard.

OSHA does, however, have

representatives at 17 land-based spill

cleanup centers.

A Bright Idea: Buy Green, Buy Union!

New Sylvania Super Saver halogen light bulbs

made with glass from a United Steelworkers-

represented plant in Wellsboro, Pa. have been

successfully launched at one of the nation’s

largest home improvement centers,

Steelworkers Local 1001 says.

Initial sales at Lowe’s home improvements

stores have exceeded expectations, said Barry

Mortimer, a member of the union in Wellsboro

and the local’s Rapid Response coordinator.

The bulbs can also be purchased online at:

http://www.sylvaniaonlinestore.com

“I honestly believe it

was totally

Steelworker driven.

Our plant manager,

Matt Gontarz, has

thanked us many

times for our

involvement,”

Mortimer said.

The familiar

incandescent light bulb is being phased out as

a result of new federal regulations designed to

increase energy efficiency. As a result, some

major manufacturers are closing production

capacity in the United States and producing

more efficient bulbs in China and other

countries. 

Osram-Sylvania, however, has decided to

manufacture its Sylvania Super Saver halogen

bulbs at existing facilities in the United States,

including the union plant in Wellsboro. 

The union has promoted the bulb through its

Rapid Response network, the Alliance for

American Manufacturing and in mailings and

other publications including USW@Work. 

The new Sylvania Super Saver halogen bulbs

can be produced on existing equipment and do

not have some of the potential health hazards

of its main competition, compact fluorescent

light (CFL) bulbs that are largely made in

China with toxic mercury as a key ingredient. 

Wellsboro currently produces the envelope or

outer glass portion of light bulbs that are

assembled at Osram-Sylvania’s plant in Saint

Mary’s, PA.

NFL Assistant Coaches Talk About
Unionizing

Assistant coaches in the

National Football League,

facing reduced benefits from

the league’s teams, are

thinking about unionizing.

NFL Coaches Association

Executive Director Larry Kennan, a former

assistant coach, told the Associated Press that

a letter has been sent to the group’s

representatives on all 32 teams urging them to

“explore the possibility” of a union.  Union

status would give assistant coaches

negotiating rights they do not have as an

association. 

“One of our options is looking into becoming a

union, and we think we ought to do that,”

Kennan said. “We feel like we have exhausted

the rest of our options. We don’t have a lot of

clout with the owners.” 

NFL owners voted last year to make the

pension, 401K and supplemental retirement

plans non-mandatory for the clubs. 

The Worst Sweatshop in the World

Dollar General’s famously low prices stretch

consumer dollars, but at a high cost.

Employees working for suppliers of one of the

world’s biggest brands – nearly 9,000 stores in

35 states – labor under the lowest health and

safety standard and get the lowest pay, even

when compared with other sweatshop

employers. 

For more information on this investigation go to

http://www.csrwire.com/press_releases/30278-

China-Labor-Watch-Worst-Sweatshop-in-the-

World

The Voice of 555 is a quarterly publication of TWU 555, representing the Ramp, Operations, Provisioning, and Freight Agents of
Southwest Airlines. The contents of this newsletter, which do not necessarily reflect the official position of TWU 555, are intended for
Union use only and may not be reproduced, used, or cited in any other context.

Transport Workers Union of America, Local 555, AFL-CIO; 2608 Inwood Rd, Suite 150; Dallas, TX 75235-7449

214-358-5404    800-595-7672    twu555.org    office@twu555.org


