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As a follow up to our last newsletter, which focused on the MDW meltdown and the contributing 
factors surrounding the catastrophic snowstorm, I would like to report that we have begun the 
process of identifying the problems that occurred. The union and the company are working 
collaboratively on this effort.

For example, there was no real plan in place to clear ice and snow from the ramp and gate areas, which eventually 
lead to most gates being closed for days. There is a need for a temperature/wind chill chart to ensure employees are 
not in danger due to extreme cold weather. Identifying most of the problem seems to be fairly easy, but finding solutions 
and implementing procedure changes is going to be the biggest challenge. Of course, problems associated with cold 
temperatures and inclement weather are not limited to MDW. The group working on this effort consists of union officers, 
union representatives, and members from all classifications, along with company station directors, managers, and 
supervisors. I am cautiously optimistic about these meetings because there have been incidents in the past when the 
company has sought our input, but then failed to implement our suggestions. A firm commitment from both the union 
and the company is needed to ensure our employees and customers are not faced with a situation like this again.

Since negotiations have resumed, we have made some progress. First, we have a tentative agreement (T/A) on the 
staffing for the 737-800 series aircraft. The contractual language will require management to have a minimum of two 
employees for the loading and unloading in the rear bin of the aircraft. This was critical for safety and operational 
purposes. This agreement was reached on February 20th along with closing Article 16: Temporary Assignments, and 
Article 17: Safety and Health. Also, the company has withdrawn their proposals on contract workers and/or temporary 
employees. During the last negotiation session in March, the company withdrew the Absentee Management, or newly 
named Comprehensive Disability and Retiree Healthcare package, as it had been previously presented. The attached 
negotiation chart shows which articles are open for negotiations, and it also lists two side letters we have tentatively 
agreed upon. We don’t anticipate any change on the other side letters in the current agreement. 

Negotiations have been moving at a ridiculously slow pace, which seems to go hand in hand with the equally unrealistic 
company proposals. We are standing firm to get the contract that everyone deserves. Southwest Airlines once again 
posted record profits. Net income for the first quarter of 2014 was $152 million, or $126 million excluding special items. 
This is more than double the 2013 first quarter profits of $53 million, excluding special items. We won’t allow the slow 
pace of negotiations to diminish our resolve to reach an agreement that reflects the substantial contribution you make 
each and every day.

Solidarity is essential to getting the contract you deserve, and I’m proud of the unity our members continue to display 
at events and in the workplace. You have made it clear that we will not be divided and we will not be discouraged. 
As always, your input is a valuable tool for our negotiating committee, and we appreciate the many members who 
take the time to offer suggestions and share information from their stations. Please continue to send your input to 
negotiations2011@twu555.org.

MDW Debacle Revisited, Negotiations

Labor leaders for TWU Local 555, TWU Local 556, and SWAPA discuss 
issues at the recent Negotiations Summit held at SWAPA Headquarters.

Charles Cerf



Ar#cle Title No	  Changes	  
An#cipated	  

Pending	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
Date	  Tenta#vely	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  

Agreed	  Upon
Highlights	  	  of	  Tenta#ve	  Agreements

1 Purpose of Agreement X

2 Scope of Agreement X

3 Status of Agreement 8/24/11 * Updated language to reflect current law

4 Definitions X

5 Classifications 5/30/12 * Language added for plane-side scanning

6
Hours of Service /  Relief 
Agents 8/3/11

7 Overtime 6/13/13  * After discussion, no changes

8 Seniority X

9 Training 1/23/13  * After discussion, no changes

10 Part-Time Employees X

11 Filling of Vacancies 12/3/12 * Added language for the electronic submission of permanent bids

12 Leaves of Absence 4/16/14 * Vacation may be taken when on Personal Leave

13 Sick	  and	  OJI	  Pay X

14 Vacations/DAT Days X

15
Reduction in Force/                    
Severance Pay                     X

16 Temporary Assignments 2/20/14  * After discussion, no changes

17 Safety and Health 2/20/14  * After discussion, no changes

18 General and Miscellaneous X

19 Uniforms 8/10/11 * Shoes may be purchased from uniform allowance

20 Grievance Procedures 12/5/12

21 Moving Expenses 7/25/11 * Improvement on moving expenses

22 Holidays/Freedays X

23 Attendance X

24 737-800 Series Aircraft 2/20/14 * Language regarding staffing for 800 a/c

25 Savings Clause X

26
Group Insurance Benefits/                                         
Retiree Medical Benefits X

27 Profitsharing 8/9/11 * Updated language

28 Wage Rules X

29 Duration and Amendments X

30 Retirement (401 K) 4/16/14 * 401K match increased to 9.3
31 Union Membership X
SL International Seals 2/27/13 * Language added for International seals
SL Electronic Bidding 7/17/12 * Language added for electronic bidding with union oversight

TWU	  Local	  555	  and	  SWA	  Nego9a9ons	  Overview	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  

* Job duties will be on the bid 
* Adjustments on meal periods 
* New guidelines for shift-trade approval 

The	  below	  spreadsheet	  is	  a	  highlight	  of	  the	  tenta#ve	  agreements	  by	  ar#cles.	  	  

* Change in how arbitration dates and arbitrators are selected 
* Insurance benefits will continue during the grievance procedure for members who are terminated 
* Language change on letters of reprimand / discussion log retention 

TWU Local 555 & SWA Negotiations Overview
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Jerry McCrummen
Vice President

I wanted to take this space in the newsletter to give kudos and show some long overdue appreciation 
for some unsung heroes. I am talking about the front office staff of this Local—Marie Ekberg, Michelle 
Hornback, Glenna Flippin, and our newest addition Shirley Duff. These ladies are irreplaceable and 
their contributions are immeasurable and immense. The support they give the dues paying members 
of this Local goes greatly unnoticed until something goes seriously wrong.

I thought everything was going great and would be fine. I was looking forward to starting the New Year on a positive note. Little did 
I realize how wrong I was! On January 2nd I would receive a phone call from Michelle stating that she had flu like symptoms and 
would not be in to work. Over the weekend her condition worsened and she ended up in the hospital. Michelle was seriously ill and 
at one point due to her breathing difficulties, was near death. Due to the doctors having to place a breathing tube down her throat 
she was put into a medically induced coma. She remained in this coma for almost a month. After being brought out of the coma 
she started physical therapy and eventually was allowed to go home after about 2 ½ months of hospitalization. She continued to go 
through physical therapy, and I am happy to report that she came back to work on April 14th.

When Michelle first got sick, the office was on the cusp of needing to get another office person to assist in handling the needs of 
our office. We hadn’t even started the interview or hiring process yet. Marie, the trooper that she was, started handling all the office 
duties. Marie handled both desks, doing the jobs that had already surpassed the work capacity of the two ladies. To say that it 
was overwhelming and a daunting task would not be fair to Marie nor do the description of the situation justice. It was chaotic and 
pressure filled. We brought in Glenna Flippin, normally our vacation relief, and we brought in Julie, temporary help from an agency 
to get us through these trying times. We started the interview process among the membership, in search of a full time office person 
with a certain skill set. The Board selected MCO Operations Agent Shirley Duff and she started working for the Union full time in 
March. Marie was charged with training the three new ladies, bringing them up to speed and making the office functional, efficient, 
and professional under the circumstances. There were mistakes made and the company took advantage of the situation, but due 
to these ladies’ diligence, work ethic, and efforts we are no longer at a disadvantage, and I believe in an eye for an eye, time for 
payback.

I am going to give a little bio and basic job duties for each lady that comprises our office staff:

• Marie Ekberg is a TWU Local 555 employee whose primary responsibilities include the membership database, probationary 
agents, elections, and grievances. She has the longest continuous service to this Local, over 23 years.

• Michelle Hornback is also a TWU Local 555 employee, whose primary responsibilities are grievances, grievance database, and 
elections (nominations). She has been serving this Local for 16 years. I would emphasize that these two ladies, due to their tenure 
and experience, are basically interchangeable.

• Shirley Duff, MCO Operations Agent currently on Union leave, primarily is working on grievances at this time but will be trained in 
all areas of office functions.

• Glenna Flippin, DAL Operations Agent, serves as our vacation relief and fill in as circumstances and need dictate.
What I did not mention is that all these ladies make the jobs of all the district representatives and the officers much easier, and in 
fact we are successful due to their assistance.
          
This office and the Local have come through a trying and troubling time, due to the herculean efforts of these ladies. I took what 
these ladies do for granted. Never again. Next time you call the office, tell them how much you appreciate them. We are stronger for 
it. United in solidarity!

Credit Where Credit is Due !



Amye Hollins
Leave Specialist
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A Two-Edged Sword—Salary Continuation
Lately several calls have come into the union office regarding agents 
being advised that they must repay salary continuation payments that 
were received for a worker’s compensation claim or on the job injury 
claim. In every instance the agent has received notice that his or her claim is denied and is usually 
called into a meeting with management advising that the salary continuation will be taken from 

subsequent paychecks until the “overpayment” has been satisfied.

Article 13, Section 2, Paragraph B of the contract reads as follows:

The Company shall make up the difference between the amount paid by Worker’s Compensation and the amount the Employee 
would have earned if he had worked a regular shift. Payments under this article shall commence upon a determination by the 
Company, its insurer, or an appropriate governmental body or court, through a final non-appealable order, that the claim 
for occupational injury is compensable under the applicable Worker’s Compensation law, or alternative program adopted 
in lieu of Worker’s Compensation. Until the claim has been deemed compensable under the applicable Worker’s Compensation 
law and a definite rate has been established, the Employee shall be paid his normal base pay on each regular pay day. Unless, and 
to the extent, limited by applicable law, the Company may include the indemnity benefit payment due to the Employee pursuant 
to applicable law in the payment of salary continuation. To the extent, if any, that such inclusion results in excess withholding from 
such salary continuation, the Company shall remit such excess to the Employee after such excess is determined.

When you are injured on the job, the company has the obligation to begin paying you state authorized Temporary Total Disability 
Benefits. In the meantime, the insurance company is opening, reviewing, and investigating your worker’s compensation claim. The 
company will begin paying the agent the negotiated benefit of salary continuation, which is your base pay on the 5th and the 20th of 
the month. This will begin immediately after the claim is filed. The snag occurs when the insurance company takes their sweet time 
to deny the claim, thus putting the agent in the position of having received money for a claim that is now denied. In most cases the 
insurance company will determine compensability within 14-21 days and surely by 30 days. In other states the insurance company 
may be allowed up to 90 days to determine compensability. Of course finding out that your claim is denied is something that we 
should hope to find out sooner rather than later.

What Do You Do?

It is imperative that you know your claim status. Pay close attention to your mail and company email. The insurance company will 
notify you when you have been denied. You, in turn must file an appeal within the stated timeframe to do so. Once you file the 
appeal then the company cannot come after for the repayment until the appeal process is completed. Please understand you must 
complete the appeal process. If the state determines that your claim is not compensable then you will indeed have to repay the 
salary continuation that was received.

The Company has agreed to wait until the appeals process is completed before they come to the agent for payment of a denied 
claim. They actually do not have wait since it is a contractual issue. However, it is our position that they have to wait for the post-
appeal decision and work out an agreement with the agent to determine the rate of pay deducted from their paychecks.
If this happens to you or someone that you know please advise them to call me in the union office for guidance.

Amye L.T. Hollins
Leave Specialist
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In the 1980s a lot of ink was spilled in the business 
pages and academic journals discussing the Southwest 
secret, as if there was some magic formula that could 
be reapplied at other companies. Robert Baker knew 
Southwest very well. He was the principle aide to Bob 
Crandall, then President and CEO of American Airlines. 
When asked to explain SWA’s success his answer 
was very succinct. “That place runs on Herb Kelleher’s 
bullshit.”

Long ago there was an upstart of an airline that 
specialized in low fares and outrageous service. The initial 
route map consisted of a simple triangle of cities, all in 
the same state. Intrastate service allowed them to avoid 
federal regulations that the legacy carriers had to abide 
by. The company’s founder was regarded as a maverick. 
He encouraged his employees to joke with the customers. 
Stewardesses, or Flight Attendants as we call them now, 
wore colorful uniforms with hot pants and go-go boots. 
And they passed out drink coupons to loyal passengers. 
This informal approach was rewarded with an 
enthusiastic customer following. If this all 
sounds familiar, it should. Our founder 
Herb Keller paid careful attention 
to this company, its people, and 
its “culture”.

This airline is long gone now. 
It went by the name of Pacific 
Southwest Airlines.

In 1949 Kenny Friedkin founded PSA. He was an 
irreverent guy who was fond of wearing Hawaiian shirts. 
Headquartered in what is now the SAN commuter 
terminal, they began by serving just two other cities, BUR 
and OAK. The company slogan was “The friendliest airline 
in the world.” Much has been written about corporate 
culture and how to invent it. Just Google it sometime. 
Southwest Airlines certainly isn’t the only company to 
emulate another business and consciously create a 
culture of its own.

I have been with Southwest Airlines for a long time now. I 
well remember when we worked very hard for substantially 
less than most of the industry. Agents even more senior 
than me are sometimes fond of talking about the old 
days and how they toiled for very little. Of course, there 
is a bit of one-upmanship in their reminiscences. And I 
believe they sometimes feel a need to justify receiving our 
industry leading top-out. And, of course, there really is no 
need to do so—they earned it.

We are highly productive. And we have won a better 
standard of living for our families by sticking it out at the 
bargaining table over successive contracts. However, 
what often strikes me is how these same senior agents 
are so prone to talk about the past as if it were something 
they would want to bring back. Despite higher profits 

and bigger paychecks, they seem to have convinced 
themselves that things were better back then. I believe 
that if they were to take a hard, honest look, they might 
just come to a different conclusion. Have things changed 
at Southwest? I think most definitely. I, for one, have been 
very critical of the current management. But were the 
“good old days” really that good? I wonder.

One of the first items that management proposed in our 
current negotiations was splitting the pay scale. This 
would mean an “A scale “ for senior agents and a much 
lower “B scale” for junior agents. Not only would this be 
fundamentally unfair, it undermines labor unity. Such 
concessions have proven disastrous for the auto industry 
and for manufacturing. Our Negotiating Committee has 
stood firm against this proposal.

But wait. Haven’t A and B scales been done 
before in the airline industry as well? 
They certainly have. Split scales played 
a significant role in undermining 
compensation and union solidarity 
after deregulation. And where did this 
happen? Well, it occurred right here at 
Southwest Airlines, for one. And who 

was running the company back then? It 
was Herb Kelleher, of course. It took a long time 

to undo much of that damage. And our work is still not 
finished. Ask yourself why there is a $4.92 gap between 
step 10 and step 11 for ramp and provisioning and a $4.87 
gap for operations and freight. During past negotiations, 
I remember receiving divisive memos from our legendary 
President and CEO’s desk that plainly were intended to 
bypass the bargaining table and appeal directly to the 
membership despite agreements to a closed negotiation 
process. Yet, our union leadership recently sent a letter of 
protest to Gary over swatogether.com, which essentially 
pursues the same tactic. One year Kelleher unilaterally 
gave us a modest raise during negotiations along with 
a letter insinuating that our Negotiating Committee 
was merely an obstacle to our receiving fair treatment. 
Contract negotiations under Herb Kelleher were not 
always easy and above board. The man after all did not 
get rich by writing checks. We had to bargain hard for 
what we’ve earned.

Of course, some will be quick to say, “There is no us and 
them at Southwest Airlines.” Of all the wonderful things we 
were told in training about the company, this is the most 
disingenuous. The current leadership just isn’t as good at 
playing the culture game.

Does Herb Kelleher have horns? I don’t think so. There 
are certainly worse guys to work for. I respect a lot of the 
things that he has said and done. Although I’ve never met 
the man, from all I’ve heard he’d be a great guy to have 
at a party. I also share his admiration for FDR and a taste 
for Wild Turkey. Of course, I can’t drink on the job like he 

Heartburn – Brad Pinchot ONT Ramp

continued on page 22
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Normally, I write an article 
highlighting one of our 
hardworking members, but 
recently, I started helping 
with grievances again and I 
felt compelled to share some 
thoughts.

I’m not a techie, so when 
my computer, cell phone, or 
other device isn’t working 
properly, the one fix I know is 
to reset or restart the device. 

Usually, this solves the problem (with the exception of 
when I spilled a full cup of coffee on a keyboard and fried 
my laptop). The easy reset/restart fix got me thinking 
about Southwest Airlines and TWU Local 555. I know I’m 
not the only one who thinks that things are not working 
properly. Is there a way to hit reset and get things back on 
track?

Until recently, it was seven years since I had worked on 
processing grievances, with the exception of assisting 
with a few over the years. It has certainly been an 
eye-opener. Not only have the number of grievances 
exploded, but also working together to do the “right 
thing” for the company and employees doesn’t seem 
to be the priority. Mutual respect for all parties involved 
in the process seems to be a thing of the past in many 
instances, and I do understand that it is a two-way street. 
Having an outside arbitrator decide how we were going 
to do business was something the union and company 
used to try and avoid. We took pride in the fact that we 
could usually settle our issues internally. Now, outside 
arbitrators decide many issues involving employees, and 
both parties chalk up the arbitration decisions as wins and 
losses. If the parties don’t like the decisions, arbitrators 
are fired and new ones are hired to make decisions for 
us. It is an embarrassment and we can do better. There 
are exceptions to these observations, and there are still 
union officers and company leaders who do strive to do 
the “right thing.” Sadly, what I call “game playing” seems 
to have overshadowed the people who are working in 
everyone’s best interest.

Of course, this is not news to you because I often hear 
from members who are frustrated by conflicting policies 
and the lack of concern for employees and customers. 
I hear the same frustration from Southwest leaders who 
know that what is happening is not the way it is supposed 

to work at our airline. Managers and supervisors are 
no longer allowed to make simple decisions regarding 
employees without calling Labor Relations. Leaders are 
frustrated that they can no longer have relationships with 
union representatives based on trust and doing what is 
right for their stations.

A dedicated, senior ramp agent recently shared with 
me that he is afraid at work because he knows that one 
honest mistake while trying to hustle and do his job will 
result in losing his job, or result in a final warning and 
suspension. Fear of making a mistake is not something I 
thought Southwest Airlines employees would ever feel. A 
Southwest leader recently shared with me that although 
the way an overtime assignment in dispute was covered 
cost the company more money, it was not a contract 
violation. Fear of making a mistake seems to also be 
present in leadership. Do these feelings impact our 
airline’s performance? You bet they do! 

First, we are all Southwest Airlines employees, and most 
of us want Southwest Airlines to continue to be successful 
and make record profits.

We are not the enemy. The company is not our enemy 
either, although at this point, I know there are many 
people who would disagree, and there are days when I 
sure feel like I’m battling. Negotiations are nearing the 
three-year mark and many agents are understandably 
furious. Only Southwest Airline’s continued success and a 
fair contract will solidify our future.

So who is at fault for this decline and negativity? We can 
waste a lot of time and energy finger pointing or center our 
attention on the company’s buzzword “accountability,” but 
ultimately we are all responsible. Is there a way to push 
reset or restart and get things back on track according 
to Southwest Airlines’ mission statement and principles? 
Honestly, I don’t know. Perhaps, we have progressed 
too far to recapture the mutual respect and trust we once 
enjoyed, but I hope not. We can’t force leaders to push 
reset. If TWU Local 555 members are treated with a lack 
of concern and respect, I’m grateful that our union will 
continue to fight like hell to protect us.

Let’s push the reset button; perhaps it’s not too late. 
Maybe there hasn’t been too much negativity spilled on 
our airline to fry the “LUV.” I’m interested in hearing your 
thoughts. 
My email address is patti.adams@twu555.org.

It’s Time to Push Reset – Patti Adams
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E d u c a t i o n  C o m m i t t e e
R e p o r t

Article 7 101 – Greg Puriski
Article 7 (overtime) is probably the article most referred to article in our collective bargaining agreement. As of late, there have been 
a lot of questions arising from article 7, and I would like to go over some of the most commonly asked questions.

I entered my name twice for the same day of overtime. Will I still be eligible for an overtime shift?
No. If you enter your name more than once above the line in the call book for the same day all of your entries will become invalid.

If I sign up for OT on my day off and I enter more than one preference for overtime am I required to work more than one 
assignment?
No. You are only required to work one voluntary overtime shift. The only exception would be continuous with overtime.

When in a mandatory situation can a supervisor be assigned OT?
No. The company is required to mandatory the most junior available agent. Once the agent is assigned the mandatory shift that 
agent can then solicit a supervisor to pick it up. If the shift is given to a supervisor it must be documented on a shift trade form. The 
shift trade form is not necessary if you give your mandatory shift to another agent.

Can I be mandatoried again after I give away a mandatory shift to another agent or supervisor?
No. After you give away a mandatory shift of four hours or more to another agent or supervisor you will not be eligible for another 
mandatory shift of four hours or more on that day.

Can I stair step a mandatory overtime shift of 4 hours or more?
Yes, but both agents must be on B status.

Can I stair step continuous with overtime?
Yes, as long as the shift extension is at least two hours or more.

What is continuous with overtime?
Continuous with overtime—According to Article 7, Paragraph G, if a known overtime assignment of less than four hours is available, 
it shall be filled by “continuous with overtime” (or a shift extension). So what does that mean? It means that if there is an overtime 
shift available that is less than four hours it will be awarded to the most senior agent that best fits the need of the overtime.

How do I sign up for continuous with overtime?
A column in the call book (Appendix A) shall be available for an employee to indicate that he is volunteering to work continuous with 
overtime. The employee will indicate either, “B” for before scheduled shift, “A” for after scheduled shift or ”X” for either/both.

How will the continuous with overtime be awarded?
By seniority. Assignments shall be made to the most senior qualified employee(s) on the sign up sheet. So what does that mean? It 
means that the most senior agent whose shift begins or ends at the time that the overtime is needed will be awarded. That sounds 
pretty simple right? Example: There are two agents in the book for continuous with overtime. The most senior agent in the book for 
continuous with gets off at 13:30, and the more junior agent gets off at 14:00. The continuous shift starts at 14:00. Who should be 
awarded the shift? The more junior agent should be awarded the shift because his shift ends at the time that the overtime starts. It’s 
as simple as that, and keep in mind it doesn’t matter what your status is. You can be on a shift trade, which is D status, and as long 
as you are the most senior agent starting or getting off at the same time as the OT shift you should be awarded the shift. As always, 
for mandatory assignments the order will be done in reverse.

Can I receive a mandatory shift extension when on overtime?
Yes.

Can I be extended on both ends of my shift?
Yes, but the total may not exceed four hours. Example: Agent A is scheduled 1000-1830, extended two hours before his shift and 1 
hour after. Not four hours before and four hours after his shift.



Can I be mandatoried into a full shift (4 hours or more) when I’m on shift trade status (D status)?
No. You can only be mandatoried into a full shift while on A, B, or C status. You can be mandatoried into a shift extension of less 
than four hours while on shift trade status or on an overtime shift.

What is my status for mandatory overtime if I have been awarded a Freeday and/or Earned Award Day in conjunction with 
a DAT Day and my regularly scheduled days off?
You will not be eligible for mandatory overtime. Once you are mandatoried you cannot go back and request a DAT day to prevent 
being mandatoried (or to be “unmandatoried”). The protection to the employee’s scheduled days off only applies when the DAT Day 
is awarded in the following examples:

 Example 1
• Off
• Off
• Freeday
• DAT

Example 2
• DAT
• Freeday
• Off
• Off

Example 3
• Freeday
• Off
• Off
• DAT

Example 4
• DAT
• Off
• Off
• Freeday

Example 5
• Freeday
• DAT
• Off
• Off

Example 6
• Off
• Off
• DAT
• Freeday

Example 7
• DAT
• Freeday
• EAD
• Off
• Off
Example 8
• Off
• Off
• EAD
• Freeday
• DAT
Example 9
• Off
• Off
• EAD
• DAT

 
Note-or any combination wherein a DAT day is utilized with a Freeday, EAD, and regularly scheduled days off.

Do I need to be verbally notified of an overtime assignment, or is a message left on my voicemail acceptable?
You must personally have the overtime assignment acknowledged via phone or in person. Messages cannot be given to another 
individual or left on voicemail, unless there is a local agreement stating otherwise.

* Announcements over the PA or a note by the time clock are not acceptable.

Remember you can access the Contract and Work Rules Interpretations on our website at www.twu555.org, and the site can be accessed on most 
computers at your station.

Maybe it is because I am getting older, but it seems the past couple years have 
been difficult for a lot of people I know. Last year was no exception for SNA 
Ramp Agent Johnny Perryman and his family. In February of 2013, Johnny’s 
son Kurt was diagnosed with leukemia. Many people my age remember when 
someone received this diagnosis, it was usually a death sentence. Expectedly, 
this news was extremely tough for this tight-knit family. Shortly thereafter, Kurt 
began his regimen of chemotherapy. Kurt responded very well to the therapy 
and, miraculously, a month later he beat this devastating disease. Currently, Kurt 
is on a maintenance of chemotherapy, which requires him to go to the hospital 
once a month to make sure the disease stays in remission.

In the midst of Kurt’s battle the family was introduced to the Jessie Rees 
Foundation/NEGU. (NEGU is an acronym for “Never Ever Give Up”). The 
mission of NEGU is to help kids with cancer, who are hospital in-patients, forget 
(even for a moment) that they are sick. They provide “Joy Jars” that are literally 
stuffed to the brim full with toys and other fun items. NEGU also takes these 
children to various high school, collegiate, and professional athletic events and 
to meet-and-greets with the athletes. In Kurt’s case he was an honorary team 
captain for the Capistrano Valley High School homecoming football game. 

Community and Giving Back
–Jason Gomes

The following week he was the ball boy at a Saddleback College football 
game and then was able to attend a football practice at UCLA and meet the 
coaching staff and players. From my observation, both the children as well 
as the athletes walk away learning something from these encounters. The 
NEGU kids, for a moment, have their spirits lifted and the athletes learn to 
give back to the community by encouraging these kids to “never ever give 
up”!

In February 2014, members of TWU Local 555 partnered up with NEGU so 
we could give back to the communities that Southwest Airlines serves. All 
who attended learned how to fill the “Joy Jars” that will eventually end up in 
the hands of young cancer patients who are in hospitals around the country. 
For me personally, this experience is quite emotional and moving, and I loved 
being able to help.

If you would like to volunteer your time to stuff “Joy Jars”, the next date will 
be June 5, 2014 at 12:00 PM. The Joy Factory is located in Irvine, CA, only 
minutes away from John Wayne Airport (SNA). Space is very limited so 
reserve your spot ASAP. Email me jason.gomes@twu555.org.
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913 January 1, 2014 – April 11, 2014

52
12
245
51 21

2 0 50

♦ These numbers are based on System Boards, Arbitrations, and Reinstatements that occurred during the stated time frame, and are in no way related to the grievances actually 
filed during that same time frame.

(§) Some arbitration decisions are posted on our website, www.twu555.org. You must be logged on to read the decisions, then click on documents. To maintain member 
confidentiality, names and locations will be deleted on some arbitration decisions. All decisions may not be posted due to confidentiality. 

There has been a disturbing trend that is being displayed by the company. If there is a safety violation agents are being 
given a 10-15 day, unpaid disciplinary suspension, even if there was not an incident or did not result in an A/C damage. 
It was written about in the Fall newsletter in 2013 about failing to do a walk around. It still is problematic. The union 
can lead a horse to water but we can’t make them drink. SAFETY FIRST!!!!! The failure to perform this basic safety 
inspection has resulted in bin doors and lav doors being left open which have resulted in A/C damage and the agents 
being terminated. If the Company reviews the tapes and you did not do a walk around, they automatically go to a Final 
Letter of Warning and 10 -15 days off. This is without any A/C damage. Labor Relations has testified at System Boards 
that it is automatically the discipline administered. Agents need to protect themselves and work the flight 100% by the 
GOM. Do not cut any corners or take any shortcuts in order to get the plane out quicker or comply with the Start Strong 
initiative. The union is aggressively fighting all these suspensions and during settlement talks SWA offers the days back, 
but wants to hold firm on the FLOW. We cannot accept these because the agent is vulnerable and exposed for 1 year 
due to the letter remaining in the file. It is Labor Relations’ position that if you have a FLOW in the file the next step is 
termination. An arbitrator has ruled for the union and stated that just because the agent is on a FLOW doesn’t mean 
that the next step is automatically termination. It still has to be a terminable offense. Be Safe and Be Employed! Follow 
all the rules.  An on time departure is not as important as your job or the safety of the crew and 
passengers!

Grievance Tip: 

(1) When filing a grievance, make sure that the correct, legible phone number is listed. It will be necessary for the 
District Representative to contact you during his investigation. 

(2) There has been some confusion on what to use for the date of the incident (DOI). If you are issued a letter of 
discipline for missing bags on the 4th; and you are issued the letter on the 7th, the letter is what you are grieving, so the 
date of the incident would be the date of the letter, the 7th. Management will sometimes have the letter generated and 
printed on one date which is reflected at the top of the document and then not get around to administering the letter till 
the next day. The DOI is the date that the letter is signed. Make sure that it is signed and dated on the correct date.
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Safety  &  Health 
Committee • Report

As we enter the summer of 2014 we should take a moment to look back at last summer and forward to the warm 
months ahead.
Last summer LAS had several days with temperatures well above 100 degrees, including a record-tying 117-degree 
day and the hottest June ever in their city’s history. LAS was not the only city that experienced high temperatures. In 
fact 10,073 daily record highs were set through December 28th, 2013*.

As we enter the 
summer months 
and prepare for the 
heat, it is important 
that we remember 
that while the actual 
temperatures last 
year were quite 
high, these actual 
temperatures are 
only part of the 
problem. When 
humidity is added to 
high temperatures 
they become even 
more dangerous to 
the human body. The chart above is from the NOAA which illustrates the heat indexes effect on the body.

So remember that when temperatures and humidity go up it is important that you protect yourself!

 • Know and report early signs and symptoms of heat exhaustion/heat stroke.
 • Drink water frequently.
 • Take breaks in cool, shaded areas.
 • Wear light-colored, loose-fitting clothing.
 • Report problems with heat, air conditioning or drinking water.**

Should you have any questions please do not hesitate to contact a member of the TWU 555 Safety & Health 
Committee. Please visit www.twu555.org for contact information.

*A “daily” record occurs when a specific location sets a record high or low temperature for a particular day; other types of records include monthly and all-time. 
(USA Today)

**TWU International Health and Safety Task Force

Safety and Health Report
Work safe, Work smart, Stay healthy

Total 555 members on OJI as of April 5, 2014: 547



Mike Martinez
District 1 Rep  
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Union Busting? Loss of Integrity/Credibility? All Out 
War On Its Employees?

Lots of you, if not the majority of you, have either said or thought one or more of the three things on this heading. I’m 
not going to write about the past. Forget the old glory days. That’s done and over with. The sooner you move forward, 
the better you will know how to handle current/future situations. For those of you in the smaller markets, some of these 
things may have not reached you…yet! Rest assured, they will.

My smaller cities are starting to experience what’s been going on system wide now for the past three to four months. 
Your years of service, loyalty, hard work, and a clean file do not matter. That has been proven time and time again. 
Supposedly HDQ is saying every agent should have at least one discipline letter in his or her file. That is what I’ve been 
hearing.

If you have an accident with no damages/injuries, prepare to receive a final letter of warning with a 10-15 days unpaid 
suspension, even if you were not found to be at fault. Door came down on your third cart as you waited for traffic to go 
by? So what. Gas pedal got stuck? Your problem. Equipment malfunction? You should have known better. This is the 
state of our airline.

Anyone and everyone is being excessively disciplined. If you do something wrong, and it is your fault—yes, you should 
receive some form of discipline based on what actually happened. (However, you should not be covered under the 
exact same umbrella of punishment as everyone else, just because you made a mistake!) There’s a big difference in an 
agent being at fault for aircraft or equipment damage and having a door come down on your third cart as you’re waiting 
for traffic to go by on the service road. Even in cases with aircraft damage, they need to be investigated to find what 
actually occurred instead of an agent being thrown under the bus with everyone else. Was it faulty equipment? Snow/
ice on the ground? Lack of sleep due to being mando’d time and time again? How bad was the damage? Was the flight 
cancelled, delayed, repaired and sent on its way after 30 minutes to an hour?

But none of this seems to matter anymore. The company has gone away from their mantra of “a case by case basis” to 
“our environment is changing.” Really? Since when? I thought we have been working with heavy machinery, weather, 
and airplanes for the entire time I’ve been here? Is it possible to go without any accidents over a year? Of course it’s 
not. That would be completely unreasonable.

There’s More
Trust yourself when dealing with issues. I cannot stress enough when I tell you to trust yourself and watch your back. 
Always assume the worst. You can ask two of my reps about that. One was set up and terminated for doing nothing 
wrong. Needless to say, that rep was reinstated in less than a week. I would think the company would not have wanted 
to go through the embarrassment of explaining/defending why a station manager and two supervisors set up a rep 
for a false security breach, especially when they followed none of the guidelines of reporting this “security breach” 
themselves. Think anything happened to the two supervisors who witnessed this “security breach”? Or to the station 
mgr who was informed about it? Absolutely not. Oh yeah, I forgot to mention, the supervisors reported this “security 
breach” eight hours after it supposedly happened. What do you think would have happened to you if you did that?
My other rep just got off serving a 10-day suspension. That’s what happens when you speak out. Never mind the fact 
that he never cursed, yelled, or screamed. He brought up an uncomfortable subject. What was that uncomfortable 
subject you may ask? Black History month, a topic that particular station should have been glad to deal with. Nope, 
speak out - discipline. Grieve numerous issues - they’ll show you.

continued on page 22

District Reports
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Phil McNally
 District 2 Rep  

I would like to start out by remembering one of our 
brothers that passed away in March. Pee Wee was 
an ops agent at MCO, and anyone that ever met Pee 
Wee knows he left an impression on everyone. Pee 
Wee was one of the nicest people I have ever come across in my life. He 
always had a smile on his face, never in a bad mood, and he embraced life 
like most of us wish we could. He lived his life to the fullest and everyone one 
loved him. Seeing pictures and videos of Southwest employees and union 

members while they loaded his body for flight to his final resting place in BWI really made me emotional. To be able to 
see everyone showing so much respect to an employee and friend who was loved by all is very moving and humbling. 
This show of love reminds me of how Southwest was a few years back when everyone got along. I know everyone, 
including myself, will miss him very much. He touched so many lives in such a positive way. I will miss him coming up to 
me and throwing a W up with his hand and saying “west side!!!”. People that saw him do that know how funny that was. 
Heaven gained a great man that day. Rest in peace, Pee Wee. You will never be forgotten, bro.

There is really no smooth transition to go from what I just mentioned to what is going on, so I apologize for that. But 
here it goes.

Most stations at the time I am writing this are done with their spring flying schedule, and I hope everyone took care of 
themselves and protected themselves from injury. With the grueling summer months coming I hope everyone takes it 
seriously and will be sure to work safely. It doesn’t make you a lazy employee to work safe. With that being said, don’t 
let a supervisor rush you by turning the belt loader up fast. Stand up for yourself and tell them you don’t work that way.

I may come across a little blunt in what I am about to say but anyone that knows me knows it’s just the way I am. It 
is frustrating when members (usually it is the same members every time) complain about what is going on at their 
respective stations, such as staffing or how heavy the workload is. While this is true, these employees are the ones who 
speed up the belt or load an aircraft by themselves. Please, I encourage everyone. If you still do that, stop! It’s just not 
worth getting injured seriously. Remember, we only have one body to work with our whole life.

Moving on. I know some members may not think that this is a big deal, but I really think that it’s important that I point 
out the recent tentative agreement the union and company made in one of the last negotiation sessions about the 800 
series staffing. It is nice to see a staffing issue the company has tried to stay away from finally back on the table. The 
staffing for the 800 series was a big safety issue for the union, and your negotiation committee held strong. Like I have 
said when I talk to our members, this union is not going to give in to the company’s demands just for the sake of saying 
your contract is done. They have remained patient and have been determined to get a contract that everyone will be 
proud of, and I know in the end it will work out. I beg that you still remain united and feel confident that we will all get 
through this and come out on top.

I hope everyone had a nice Easter with your families and friends. Know the summer months are coming. I cannot 
emphasize enough—take care of your body, please do everything by the book, and protect each other.

Safety Is Not Just a Good Idea



Randy Barnes
District 3 Rep  
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How long have you worked for the company? 10, 20, 30 years? Are your kids grown now and 
off to their own lives? Are you finally looking forward to slowing down on working overtime to 
help put them through college?

Does this sound like you? Well if it does you’re not alone. There is a growing population of members that have 
navigated the minefield that we call our careers at SWA. Many of us have staked our futures on the success of this 
company to provide for our families.

We now find ourselves in one of the most unenviable positions in the airline industry: we have lost our value. At least 
that is what those at the G O think. They think that the company risks meeting an untimely demise if we do not succumb 
to their demands, that we accept staffing the stations with part-time agents and contract workers. They believe that we 
are such a liability to this company that it will ultimately go out of business if we don’t accept these changes.

I thought that we helped build this airline into the success story that it currently is. It was not just Herb Kelleher and 
Colleen Barrett; we had a great deal to do with it as well. You can have the nicest looking automobile in the world, 
but without the powerful engine it’s not worth very much. And what if you were to take a Ferrari and remove the high 
powered, state of the art engine and replace it with an engine from one of those old Yugos and try to sell it to people as 
the real thing. You would find that as soon people took it for a test drive they would see that it was nothing more than a 
pig with lipstick on. There is no way that a Ferrari without its state of the art engine would be worth anything because 
that is ultimately what makes it a Ferrari.

This company cannot succeed as it has for 40 plus years without the people who have and continue to make it great. 
Blood, sweat, and tears, literally, is what it has taken from all of us to get here, and we’ll be damned if we are going to 
stand idly by and allow them to ruin it. Make no mistake, if we let these changes happen we won’t be here in five to ten 
years because these so-called leaders will have torpedoed this company right into the dirt, all while they are floating 
away in their golden parachutes. I’ve seen this movie before—only it was on TV and not at my job.

Strength in Numbers, Power in Unity!!!

Randy Barnes

District 3 Representative

A Ferrari or a Yugo
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Mark Waters
 District 4 Rep  

No Good Deed Goes Unpunished
I had no idea what I was going to write about this time ‘round, but at the last minute I had a 
brainstorm. At this time I’m sitting on a plane heading home to BNA after another long day in an 
arbitration in DAL. The case being presented was out of my district. I was just assisting another 
district rep to help present this case, and you will be glad I did.

Here’s some of the history on this case. (I’ll use the name Tim to protect the grievant’s identity.) Tim is an eight-year 
ramp agent in one of our cities. He’s about 50 years old and really LUVs SWA and his job. Tim was a stellar employee 
until about nine months ago. One day as Tim was running his local bags. He cut a corner short and drove under a wing 
to get the bags delivered to the claim area within the 10-minute requirements. A supervisor noticed this mistake and 
later that day approached Tim with a letter of warning for his violation of the SWA safety procedures. Tim signed the 
letter punched out and went home. ‘No big deal,’ he thought. ‘Just a letter in my file.’ He’d never had one before.

The next day when Tim came bee-bopping into work, yet another supervisor strutted up to him and presented him with 
a final letter of warning and told him that he had seen him the previous day on a tug not wearing a safety vest and 
talking on a cell phone. Wow! A final for that?!

Well, Tim had never been in trouble, so he figured he had just had a bad day. Well, about three months later Tim forgot 
to fasten his seatbelt when he jumped on a tug to run some bags. This time, yet another supervisor noticed, and as we 
have come to realize, that must also generate another letter, a paper trail, so the supervisor issued Tim another final 
letter of warning. Tim being a good company man and a hard worker thought he would just have to be safer out there.

Tim also felt that there was no reason to grieve any of these letters because, heck, he’s a good employee and SWA 
LUV’d him. Darn, he was part of the team. Well about three months later guess what happened? Tim was working a 
gate. He was the agent that filled out the CBLS. Most of us call that position the gate lead. A flight rolled up to the gate, 
and Tim and the other agent started the off load. Tim jumped in the front bin and the other agent jump in the rear bin. 
Both bins were down loaded and, as was discussed earlier, the up load would be loaded in the forward bin. Tim explains 
that as he was exiting the front bin he saw the other agent exit the rear bin, lower the belt loader, and close the bin door. 
The bags were loaded and the plane was off to LAS.

Tim received a fact-finding notice a few days later requiring him to attend a fact finder scheduled in a couple days. 
When the big day came, Tim was asked why the rear bin webbing was not properly secured. Tim explained that he 
worked the front bin and that the other agent offloaded the rear and then closed the bin. Tim was shown pictures sent 
from LAS, along with a report, that showed about eight bags lying on the bin webbing, and he was asked if he had 
signed the CBLS before he had verified that all the bin webbing was secured. Tim answered that he didn’t think so. He 
was asked if he did a walk around, and he confirmed he did. Tim was told there would be a fact finder results meeting 
at a later date. Four days later Tim was given a final letter of warning along with five unpaid days off. He did file a 
grievance, and here we are today.

At the arbitration I was somewhat in shock to hear the company’s opening statement, in which they stated that Tim had 
signed off on that flight that he had verified that all the bin webbing was secure. I was unaware that a ramp agent is in 
violation of safety rules if he signs and puts his employee number on the CBLS, or what I call a bin slip, before all bin 
webbing has been secured. The violation that Tim was punished for states, “The Gate Lead’s signature and Employee 
number on the CBLS serve as verification that all bin webbing is secured. Refer to 5.14.1 Cargo Bin Loading schedule 
for more information.”

As was made crystal clear during this arbitration, no one, and it was made clear no one, should ever sign or put his/her 
employee number on a CBLS form until they have physically looked in both bins and verified the webbing is secure. To 
do so is a violation of safety rules and would put you in the same situation that Tim is in. SWA has stated that these old 
habits must change, that any safety violation is unacceptable, no matter the reason.

continued on page 22



Robert Bettinger
 District 5 Rep  
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I would like to start this article by saying thank you to all the 
members of the great district 5 and also the members of other 
districts system wide who banned together and participated in 
the raffle for DAL Ramp Agent Kyle Michetti. The raffle was a 

great success, raising about $6,000. Also, a big thank you to the station managers from 
both DAL and MSY who helped facilitate station cookouts. DAL did pizzas and MSY 
cooked hamburgers and hot dogs. All proceeds from both events went directly to Kyle. 
These two events together raised approximately $4,500. If you were unaware of the 
raffle or had not heard anything about our brother Kyle’s situation, let me briefly explain.

Kyle recently transferred to DAL from BNA. (The BNA 
station has also been very supportive of the events, 
holding local station cookouts and silent auctions, all 
for Kyle.) Kyle was involved in an accident while driving his motorcycle. The accident 
severed his left leg. Kyle is currently in rehab and waiting on a prosthetic so he can 
return to work on the ramp. His road to recovery has been good, up to now. The 
problem is the cost of the prosthetic leg; it is approximately $120,000 dollars, and 
before the leg can be built Kyle has to come up with $60,000 dollars. After Kyle pays 

the $60,000, the insurance will kick in and cover an unknown portion. Kyle is a dedicated employee and a dedicated 
TWU member, and I thank all members of TWU and all the members of management who went the extra mile to help 
Kyle return to the ramp in DAL.

Recent System Boards—DAL & LIT

Since writing my last newsletter article, I have conducted six system boards that were very frustrating, to say the least. 
The grievances that lead to the system boards were over the weather vortex that occurred the first week of December 
2013. Both stations, DAL and LIT, experienced the same severe weather.

The DAL station offered hotel rooms to the agents on AM shifts but not to the agents on PM shifts. The DAL station 
believed the weather would improve overnight prior to the PM shift having to report for work. Unfortunately, the weather 
did not improve and numerous agents were unable to report to work because the roads were iced up. The roads were 
so bad that there were six reported deaths due to traffic fatalities. The agents who tried to get to work and were unable 
to make it were given personal days. (As a side note, on the same day the agents were given a personal day, we had 
an arbitration scheduled in DAL that the company tried to cancel because of the bad weather, though these same SWA 
leaders could not understand why the agents who had to drive through the same icy roads could not make it in to work.)

The LIT grievances were different because the station offered hotel rooms to all of the agents. However, because of 
personal reasons some of the agents were unable to take advantage of this offer. (We all have lives outside of SWA, 
and sometimes we need to take care of our families and/or other personal responsibilities. The company should 
respect this fact of life.) The members who could not make it in were given personal days and one point against their 
attendance. 

In both instances, it was proven that the weather conditions were extraordinary, and even though our agents made 
the attempt to come to work, they were unable to make it. Brothers and sisters, this is preposterous, that I had to take 
these cases in front of a system board of adjustment and also then schedule an arbitration! What SWA did was penalize 
our hard-working agents who tried to make it to work. To make matter worse, the agents were not grieving monetary 
rewards. (They weren’t looking to be paid.) They only sought removal of the attendance point due to extreme weather 
conditions. I wonder if our leaders at SWA have considered the message they’re sending to our employees: I mean, if 
an agent would have called in ill he/she would have been given a point but would have been paid for the day while not 
risking their lives and/or wrecking vehicles while trying to make it to work. Gee, I wonder what will happen next time. 

Rallying for Our DAL Brother
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Kevin Carney 
 District 6 Rep  

continued on page 23

Sometimes it is 
hard to believe 
what you read. 
In the March 
2014 issue of Luv Lines there was 
an article called “A PIECE OF THE 
PIE, SOUTHWEST AIRLINES 2013 
FINANCIAL RESULTS.” The article 
congratulated everyone on their hard 
work and efforts but went on to say how 
we didn’t do as well as we did back in 
the year 2000. One line reads, “Another 
interesting fact: we spent more than four 
times as much for labor and fuel in 2013 
than in 2000, nearly $11 billion of the 
revenue we earned.” However, when you 
separate salaries from fuel, you see that 
we spent three times as much for all of 
the salaries in the company in 2013 than 
in 2000 and seven times as much for fuel. 
The number of employees at Southwest 
Airlines has increased by 53% since 2000 
as well. To help the reader understand, 
they included a graph comparing the 
income and expenses from 2000 to 2013.
 

The thing is, when you look at the “Salaries, wages and benefits” and “Fuel and oil” in 2013, it looks like we spent more 
on salaries than we did on fuel. But take a look at the numbers and you’ll see that the graph is not proportional. The 
area for fuel should be about 13% bigger than that of salaries, not half the size. 

I mention this because some things that the company writes you do need to believe. For example, doing a walkaround 
before you push a flight is something that you had better believe that the company wants you to do. However, this 
seems to be something that some may not be doing in the hopes of turning a flight quicker. Rest assured that the walk 
around is much more important to the company than pushing the flight on time. The popular company mantra is “safety 
first”, which the company is enforcing with a safety fist.

The company has disciplined agents who have not performed their walk arounds by issuing members discipline of: a 
final letter of warning or a final letter of warning and unpaid suspensions or, in some instances, even termination. If the 
company is taking walk arounds this seriously then so should you. I’ve found that many members aren’t fully aware 
of the walkaround procedure, so take time to read over the Ground Operations Manual (G.O.M.). Ask a supervisor or 
manager for clarification on walkarounds; after all, they will be the ones disciplining you.

One interesting aspect is who is responsible for doing the walk around. G.O.M. 5.2 (Ramp Agent Duties and Basic 
Responsibilities) says that the gate lead “Performs the final aircraft walkaround before departure.” G.O.M. 5.19.1 
(Walkaround Procedures) echoes that by saying, “However, it is the responsibility of the Gate Lead to perform a 
walkaround on all flights before pushing the aircraft to ensure the aircraft is ready for flight.” The waters become 
a little muddied when you add G.O.M. 5.19.2 (Pushback Procedures and Radio Communication) that says, “The 
Pushback Driver conducts a walkaround inspection to make sure cargo bin doors are secured, PC air is disconnected 
and the cradle is secured, and the safety zone is clear of all personnel, ground equipment, and foreign object debris 

Fact or FictionRallying for Our DAL Brother



Mike Roach
 District 7 Rep   

There seems to be some trends over the last 
couple of years regarding the discipline issued to 
our members. I am sure most of you remember 

how the company was issuing final letters of warning for weight and balance 
errors a little over two years ago. Final letters were being issued for the 
most minor errors and had to be grieved and go through the process to be 
reduced.

The company eventually slowed down on the amount of excessive discipline 
being issued for weight and balance issues. The next big attack on the 
membership became extreme discipline for what the company called “theft 
of time”. They started terminating members for not being in their assigned 
positions. An agent’s unauthorized absence from where he/she was 
supposed to be at any given moment, in the company’s view, was tantamount to stealing from the company. It took an 
arbitration decision to stop that abuse of what management referred to as the right to manage and direct the workforce.

The next two issues that the company started issuing excessive discipline for are equipment damage and not doing a 
walk-around. The Union is still fighting many cases regarding these issues. The company basically came up with the 
stance that if a piece of equipment comes in contact with another piece of equipment, or an object of any type, the 
agent who they deem responsible receives a final letter of warning and a 10 days unpaid suspension.

I figure many of you are reading this and saying that just cannot be true. I am here to tell you, it is true. Check with your 
local station rep or your district rep and ask them some questions about these cases. I was recently in a system board, 

and the company rep said that last fall they decided that they had to issue 
more severe discipline for any equipment damage. These cases continue to go 
through the process until they can be resolved.

The other issue that management is abusing their authority on is walk-arounds. 
I recently represented a member who was terminated for not doing a walk 
around. It is true that he did not do a walk around, but there was no damage to 
the aircraft, any ground equipment, or anything else. There were no bin doors 
or panel doors left open and the flight pushed without incident. The way that 
management became aware of the fact that there was no walk around done 
is very interesting, to say the least. Management in that station was given a 
grievance for covered work and went to watch the video of the flight that the 
grievance was regarding. They saw that there was indeed a covered work 
violation and also saw that a walk around was not done and they terminated the 
lead agent.

Once again, this is a true story. The company continues to change the rules and 
make changes to the ground ops manual and expects every employee to know 
all the changes. The Union leadership continues to argue these changes and 
represent the membership according to the language in the contract. Article 20 
of the contract has a just cause standard and the issues that I referred to are 
violations of that standard.
Remember that education is power and each of us can always learn something 
from the rest of us. Stay united and watch out for one another.

Fraternally, Mike Roach

Just Cause Remains, Despite Some Ignoring It
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Tennyson Berry
 District 8 Rep   

On April 15, 2014, the Local Executive Board, which consists of 12 members (with the absence 
of two members: President Charles Cerf, who was in AUS negotiating our contact, and District 
5 Representative, who was at a system board), went to DEN for the Unity Day event. The 
purpose of the two-day trip was for the Executive Board members to get out and communicate 
with their membership and to perform a board meeting the next day.

What is unity? Well, in this instance unity was defined by a successful display of ramp, ops, provisioning, and freight 
agents barbecuing, holding j-line gatherings, and conducting business meetings. During this process it was a pleasant 
to see the largest station in district 8 come together and show themselves united.

Just a little history on the DEN station. DEN is one of the fastest growing stations throughout Southwest Airlines’ 
system. When I took over as their district representative on May 1, 2013, I was told that the DEN station was going to 
be my biggest challenge. One of the reasons DEN is a challenge is because it is not only the fastest growing station, 
but a majority of our members there are junior agents, and most of them have never worked with a union prior to getting 
hired with SWA.

Secondly, it is a common understanding that the managers and supervisors in DEN treat our agents like they are 
not part of Southwest team. Examples include repeated violations of our collective bargaining agreement such as 
not providing a lunch period on a consistent basis (Article 6), frequent improper notification of overtime and overtime 
bypasses (Article 7), and ignoring the contractual mandate of just cause when issuing discipline (Article 20).

Of course, these are attacks on our membership as a whole, and we as members need to stand strong and be of 
one accord, responding to this pressure in an orderly fashion—working safely and following the company’s safety 
procedures. Take your time in performing your job functions so that you can be mindful of your surroundings.

I would like to shout out a special thanks to our Executive Board, the membership in DEN, the union reps from RNO 
and OAK, and also the DEN safety reps and station reps, who did an excellent job with the event. Keep up the good 
work and fight a good fight. Unity will be our model and the key to our success in district 8.

Unity Day in DENJust Cause Remains, Despite Some Ignoring It

UNITY DAY DEN



Pichot Article Continued

Martinez Article Continued
Waters Article Continued

Bettinger Article Continued

(FYI - To be clear, I am not advocating anyone calling in ill 
without being sick. That would be sick leave abuse and is 
a terminable offense.)

Can You Trust Your Local Management—AUS

Back in 2008, the AUS station attempted to challenge the 
1999 MCI arbitration decision and removed the warehouse 
agents from the AUS station. (If you are not familiar with 
the decision, it is on our website. Or, you can call me, and 
I will explain it to you and/or your manager.) The local reps 
told their station manager that this was a violation and 

could. That’s probably a good thing.

Beyond the obvious change in management style, 
I believe our current negotiations deadlock can be 
explained with simple economics. When bargaining for 
previous contracts we were not the best compensated in 
the industry. Over time, and as the company prospered, 
we won better and better contracts. Meanwhile wages at 
competing carriers were held down and contracts were 
altered through bankruptcy fillings or concessions made 
under the threat of bankruptcy after 9-11. Southwest 
management took a look around and asked themselves, 
“Why should we be paying so much for labor?” It is not 
really a matter of remaining competitive. Profits are up. 
Competitors have emerged from bankruptcy and/or 
reorganized. Their workers are demanding and winning 
compensation that is at least in the same ballpark, if not 
equal to Southwest. It will be repeated, of course, that 
management has a responsibility to maximize return for 
stockholders, yet have you seen the value of our stock 
over the last year, or the financial reports?

William “Big Bill” Haywood, a labor leader from the early 
20th century, once said, “Every dollar that the boss did 
not work for, one of us worked for a dollar and didn’t get 
it.” That’s what it comes down to; one less dollar for you 
is one more dollar for them. The day we stop scratching 
our heads and saying, ‘Where is the LUV?’ will be the day 
that we gather the resolve to push back and win what we 
have earned.

Arm Yourselves With Knowledge

Take the time to read your collective bargaining 
agreement. Take the time to understand your job. If you 
feel you’ve forgotten certain parts of your training, ask 
for more training. And do it in writing via email. Produce 
documentation for yourself just as you would when calling 
in sick or late on your cell phone. Why use your cell 
phone? You can provide your cell phone bill to show what 
time you called. Make a copy of anything you turn into 
management. Make a copy of anything you receive from 
management.

Don’t read the CBA when it’s too late. Don’t read up on 
company policy when it’s too late. When an issue does 
happen, hopefully you will know what to do when the 
time comes. If not, research it. Become your own best 
investigator. There is a wealth of knowledge in the CBA 
and GOM. Arm yourselves with knowledge. Knowledge 
will be your best source of strength in preventing issues. 
Don’t take anything for granted. Do your equipment 
checks. Do your walk arounds. If you get a second 
release, match that to your first release to see what the 
changes are. If there are any changes to the loading 
schedule, be sure to check the Capt Advised box when 
necessary on every loading schedule before printing a 
revision. Yes, agents have even been written up for not 
checking that box.

Guess what? It’s part of your job, though. It’s required. 
Stop cutting corners. The company loves it when you cut 
corners until cutting that corner ends up in a violation. 
Then they will show you your training records on how 
you were trained properly. Do your job by the procedure 
you were trained to do. Don’t be surprised if you are still 
written up for following procedure. Yes, they will still write 
you up but it gives us a much better argument when that is 
how you were trained. No running, stepping over tow bars, 
or not using guide men. If you feel you need a second 
wing walker, request one over the radio. Make sure 
everyone hears your request.

Ramp/Ops agents: you guys always walk around with 
pens/paper. Document the time you called for a sup or 
manager. It takes all of about 20-30 seconds to write down 
“I called Ramp Sup John Smith at 0932 from B11. I told 
him I needed some more bodies on this flight or we’ll be 
taking a delay on flight 100.” If you get no help, 10 minutes 
later do it again over the radio. Detail what you told the 
sup/manager. Mark my words, this will come in handy to 
your benefit one day.

In closing, winter is finally done. Amen! I’d like to thank 
district 3 for hosting the district reps in MDW in March. 
Always a pleasure to go to Chicago. I always like looking 
for an excuse to go to Chicago—second best city in the 
world.

Take care, guys. And take care of each other.

Your priority is safety, not early pushes, or even on time 
pushes for that matter. Take safety seriously. Can you 
afford to have five unpaid days off or, even worse, perhaps 
be terminated?
You might ask, what happened to the other agent that 
worked the rear bin? The manager testified that there 
was no fact finding meeting for him as it wasn’t his 
responsibility to verify the bin wedding was secure.
I know you don’t hear it anymore, but you all do a great job 
and it doesn’t go unnoticed by any of us at the union office 
or our passengers. Thank you for your hard work, and, 
please, cover your A**.
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Carney Article Continued

(FOD). Refer to 5.19.1 Walkaround Procedures for more 
information.”

In some cities, the lead agent is the pushback driver, in 
others the lead agent is the wing walker and the assist is 
the pushback driver. So if you are the lead agent, make 
sure you do a walkaround. If you are the pushback driver, 
make sure you do a walkaround. And yes, as silly as it 
sounds, there may be two people doing a walkaround on 
some flights. The company has disciplined both agents for 
not doing a walk around on one flight.

More and more cities have cameras installed allowing the 
company to go back and see if a walkaround was done 
and by whom. You may be watched and not even realize 
it. If a supervisor or manager asks you if you did a walk 
around on a particular flight, they probably already know 
the answer. Worse, many times the company poses this 
question at a fact finding meeting a couple of weeks after 
a flight. So you are not doing yourself a favor by not doing 
a walkaround. Make sure that you’ve done everything 
exactly as prescribed by the Ground Operations Manual 
on every flight even if it means taking a delay on a flight – 
on every flight.

And as always,

Noli sinere te ab improbis opprimi.

filed numerous grievances for every day the station chose 
to ignore the arbitration decision. The conclusion was the 
station paid all of the grievances and agreed to have a 
warehouse agent in the AUS station for both the AM and 
PM shifts. Moving forward to 2010, the station manager 
requested a 30-day reprieve from the awarded grievances 
and the arbitration decision because of the extraordinary 
amount of mandatory overtime on the ramp. Due to the 
fact station management was only asking for a 30-day 
relief period, allowing them time to increase the ramp 
staffing, it was agreed to.

Moving forward, the current management team in AUS 
approached our local reps and stated they did not 
believe the agreement from 2010 and or the grievance 
from 2008 were referable. After numerous discussions 
on the local level, management notified our local reps 
that they were going to remove the warehouse agent, 
again, unless the reps produced the original agreement. 
This comment was made by the AUS station leadership 
in a very unprofessional way in the middle of the break 
room, causing numerous quarrels between management, 
agents, and the local reps. The manager told the agents 
and the local reps that if they produce the letter then they 
would honor the agreement and put the warehouse agent 
back in the AUS freight house.

After many hours of searching for the agreement, I 
forwarded all of the documentation that the station leader 
requested. When the reps gave the MRO what he had 
asked for he refused to honor his word and did not put the 
warehouse agent back in the AUS freight house. Currently, 
this grievance is moving forward, and I expect to be in 
another arbitration over an issue that I believe will result in 
our favor.

Terminations & Excessive Discipline

Lately, the company has taken a very aggressive stance 
on accident’s and safety violations. Currently in our district 
we have two cases where agents were given 15 days 
off for safety violations combined with accidents. Brother 
and sisters, I do not believe that any agent should ever 
get docked pay for a first time accident, especially when 
malicious intent is not proven. Please pay attention to any 
and all safety rules. While you may think that by cutting 
corners, all in an effort to getting a flight out on time, is 
acceptable the company does not. So let me be very 
clear—unless you can afford a 15-day unpaid suspension, 
do not violate any safety rule. With that being said, if you 
are suspended I will do everything possible to get your 
suspension revoked, although by the time your grievance 
gets to my plate you would have already served the 
suspension.

One last word about discipline…a couple of months 
ago a member from our district was terminated for not 
reporting an accident in a timely manner. His case went 
to arbitration and he was returned to his rightful position. 
This entire event took over four months. The company 
was wrong and he was given full back pay, including 
all overtime. Brothers and sisters, I do not bring this up 
to gloat but rather to forewarn you: this company will 

terminate you even if they do not have just cause. Please 
do not take chances. Four months without a paycheck 
hurts!
Thank you for allowing me to represent you.
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BEYOND LOCAL 555

In the wake of a relentless grassroots labor-community 
solidarity campaign, UPS waved the white flag and 
agreed to rehire all 250 New York City drivers the 
company fired last month. The campaign united drivers, 
elected officials, and even UPS customers.
UPS issued termination notices to 250 drivers in March 
for a 90-minute work stoppage they had carried out on 
February 26.
Jairo Reyes, a 24-year driver, had been fired for starting 
work too early, and was walked off the job. This violated 
the Teamsters’ contract, which called for a 72-hour 
waiting period and a hearing before a worker could be 
walked off.
Drivers gathered in the parking lot to show their 
displeasure. “Our contract had been violated so many 
times,” Reyes told Labor Notes. “This was the straw that 
broke the camel’s back.”
Reyes will also return to work, under the terms of the 
agreement struck between UPS and Teamsters Local 
804 yesterday.
UPS had previously vowed never to back down. The 
company refused to negotiate with Local 804 and 
told the press it would boot all 250 drivers as soon as 
replacements were trained.
At first management seemed to make good on that 
threat. The first 20 workers were fired on March 31, 
at the end of their last work day of the month so that 
they and their families would lose their April health care 
coverage.
Four days later, UPS fired 16 more drivers as their local 
president prepared to take the stage to speak at the 
Labor Notes Conference.
But just five days after that, UPS executives from 
company headquarters in Atlanta were at the table and 
striking an agreement with the union to return all 250 
drivers to work.

What Made Brown Back Down?

Immediately after the walkout, Local 804 leaders met 
with the company to try to settle the dispute. Managers 
shut down the talks after minutes and said they were 
issuing termination notices to all 250 drivers.
So Local 804 launched a grassroots campaign to 
mobilize public support. First, the union mobilized its own 
ranks. Stewards and union activists passed out bulletins 
and petitions to show Teamster solidarity.
But the outreach quickly spread to the public in the form 
of an online petition launched by the Working Families 
Party (WFP), a grassroots political party of affiliated 
unions and community groups, including Teamsters Joint 
Council 16 in New York.
Local 804 members rallied on March 21 in front of the 
UPS hub in Maspeth, Queens, and delivered more than 
105,000 petition signatures to the company. New York 
City Public Advocate Letitia James and city council 
members joined the rally. So did Assembly member 
Michael Simanowitz.
No labor radical, Simanowitz is a moderate Democrat 
who represents an Orthodox Jewish section of Queens. 
But he is also a UPS customer. His UPS driver, 
Domenick “Dedom” Dedomenico, was one of the 250 
fired Teamsters—one with a special back story.

Dedom was run over while delivering Christmas 
packages for UPS. He spent 10 days in a coma and 
another 13 months recovering from a traumatic brain 
injury.
When Dedom returned to UPS, he was met with a 
barrage of warning letters and suspensions for “failing to 
meet his previous demonstrated performance.”
A supervisor assigned to monitor Dedom for a day 
reported that customers were slowing him down to 
welcome him back on the job, and breaking into tears.
Management responded by suspending Dedom and 
telling him to pick up the pace. Brown’s ultimatum? 
Deliver one more package per hour or lose your job. 
Then Dedom became one of the 250 who were issued 
termination notices.
“He spent a week in a coma, and how does this 
company repay him when he comes back to work? They 
fire him because he stood up for his brothers,” said 
Simanowitz. “This is not over. Dedom is not fired. If he is 
then I’ll personally lay down in front of that driveway.”
Letitia James grabbed the microphone from Simanowitz 
and told the rallying Teamsters that UPS had a $43 
million contract up for renewal with New York State and, 
“if UPS does not do right by the workers in this city, then 
the city will not do right by UPS.”
A hot campaign got a lot hotter. Elected officials began 
scrutinizing UPS’s financial dealings with the city 
and state, including a sweetheart deal through the 
Department of Finance’s stipulated-fine program that 
cuts UPS’s parking tickets by $15 to $20 million a year.

UPS responded by firing 20 drivers, chosen at random.

Local 804 kicked its campaign up a notch. The union 
reached out to the press, and the firing of the 250 
workers and Dedom, the driver who survived a coma 
only to be canned by UPS, became tabloid fodder.
Local 804 also reached out to other unions while the 
Working Families Party galvanized support from elected 
officials.
On April 3, fired drivers and other Local 804 Teamsters 
held a press conference on the steps of City Hall with 
other Teamsters, nurses, bus and train operators 
from Transport Workers Local 100, members of the 
Communications Workers and Service Employees 32-
BJ, Laborers, and others.
Drivers told their story flanked by more than a dozen 
elected officials, including Letitia James and City 
Comptroller Scott Stringer.
“I do not understand who at that company put forward 
a business plan to take away a generation of good will 
between UPS and the City of New York,” Stringer said. 
“But this is not gonna end this way.”
UPS axed 16 more drivers the following day.

Who Speaks for UPS Customers?

With political pressure and bad PR on the rise, UPS tried 
to justify the firings as the only responsible business 
decision.
“We simply cannot allow employee misconduct that 
jeopardizes our ability to reliably serve our customers,” 

UPS told the press.
One executive told the Daily News that UPS was firing 
250 drivers because “we believe we owe it to our 
customers.”

The union decided to put the question directly to those 
customers.

Fired drivers launched a customer outreach campaign. 
They retraced their routes, passed out leaflets, and 
talked with customers. Customers posed for photos with 
the fired drivers with signs that said, “What Can Brown 
Do for Me? Not This” and “Rehire This Guy.”
Steve Curcio was one of the original 20 firees who 
reached out to customers on his mixed commercial and 
residential route. “We were going out to customers on 
the route and asking their honest opinions and reactions 
to why we were missing,” he said. “Everyone misses 
their guy, this guy is here every single day. They don’t 
want their business being disrupted.”
Supporters nationwide flooded the corporation with 
phone calls and bombed the UPS Facebook page.
Customer Lois Toscano from Little Neck called the Local 
804 hall to see what she could do. She said her UPS 
driver—whose name she didn’t know—had once saved 
her family’s life. As she and her three children drowsily 
watched TV, Armin Kaeser rang the bell and said, “Mrs. 
Toscano, I smell gas.”
“At Christmas,” Toscano told the Daily News, “when 
presents are being delivered, [Kaeser] rings the doorbell 
first to make sure the kids aren’t around before he hauls 
everything up to the door.”
Local 804 made a video of customers speaking their 
minds to UPS. The testimonials were unscripted and 
heartfelt and shredded the company’s argument that 
UPS owed the firings to its customers.
“What can Brown do for me? They can give me my driver 
back,” said Alex Silaco of Tiles Unlimited.
“I know what you mean to my company,” another 
customer said, “It would be a shame if UPS makes the 
mistake of letting the drivers go that are important for 
their customer base.”
Local 804 President Tim Sylvester said the tipping 
point for the campaign was “customers’ involvement. 
Management underestimated once again how popular 
our drivers are with their customers, just like in 1997 
[when Teamsters struck for two weeks for full-time jobs].”
Teamsters Secretary-Treasurer Ken Hall, the union’s 
chief negotiator with UPS, had not issued a single public 
comment or statement of support since February 26—a 
fact not lost on Local 804 members or union activists at 
UPS nationwide.
But the day before negotiations with UPS, Hall flew to 
New York and visited with drivers in Maspeth to offer 
support to the 250 drivers.
The next day, Local 804 leaders, international union 
officials, and UPS executives met and hammered out the 
agreement.

All 250 terminations were reduced to 
10-day suspensions. Local 804 will also 
issue a statement to members outlining the 
proper union procedures for a walkout.

Big Brown Waves White Flag
April 10, 2014
Jane Slaughter
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