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A Note to our Editor 
As this newsletter is going to print, our editor, Ryan Notton, 
is in the hospital recovering from pneumonia. Ryan is a 
PDX ramp agent who serves as our newsletter editor. Ryan 
previously served as our education committee chairman 
and has served in various representative roles over the 
years. An entire article could be written about Ryan’s 
service to our union and our company, but that would not 
please Ryan due to his humility. Ryan exemplifies what 
Southwest Airlines calls a “Servant’s Heart.” 

Ryan, we are praying for your swift recovery. It took 
a team of your union brothers and sisters to get this 
newsletter to print including district representative Kevin 
Carney, ONT ramp agent Brad Pinchot, LIT ops agent and 
communications coordinator Patti Adams, and of course, 
Jason Gomes, our talented graphic designer from SNA 
ramp. We miss you, brother, and we pulled together to 
get this newsletter to our members. It is not of the quality 
you always produce, but we know you will understand 
that we are not journalists, but rather, Southwest Airlines 
ramp, operations, provisioning, and freight agents who are 
dedicated to our union and to the customers of Southwest 
Airlines. We hope we did not let you down. 

Yeah, that’s right my union 
brother.  I said it.  They are 
all one with us.  By the end 
of this year, integration will 
be complete.  All the former 
AirTran people who’s job 
duties fall under the TWU 
banner will be fellow members 
with full rights and privileges, 
as well as the same pay and 
benefits.  I know what some of you might be thinking, “F*ck 
them!” ”WE bought THEM,” “WE built this company,” “They 
didn’t even think of getting a union until the whole seniority 
list issue,” “Seems like AirTran bought Southwest instead 
of the other way around,” and then there is this one, “TWU 
‘sold us out’ for AirTran dues.”  I believe that I have seen 
and heard it all, from the not so imaginative “bin art” to the 
snarky comments of coworkers.  Hell, I know some guys who 
over a year later are still bitching about having to install the 
“AirTran pin” or place a stupid cone in front of the number two 
engine.  I have overheard stories coming from other stations of 
the two employee groups being unable to even share the same 
break room, even bickering over the TV remote.  Yes, really.  
And I am sure the animosity and childish behavior goes both 
ways.  AirTran employees are undergoing big changes and 
uncertainties.  After all, they never asked to be “bought.”

“But hey, wait a minute,” you are thinking, “Didn’t WE buy 
them?”  Excuse me, but I don’t recall buying anyone.  It 
certainly wasn’t my name on the check and I seriously doubt 
your John Hancock was on it either.  In fact, I don’t even recall 
being consulted about my purchase.  It was pretty much a done 
deal, wasn’t it?  

Of course there are those who will then respond that we built 
this airline over time with our hard work so that now it is able 
to purchase AirTran.  Well yes, I’d be the first guy to argue 
that Southwest’s wealth is the product of our labor.  However, 
this is equally true of AirTran or for that matter any company.  
AirTran would be of little use to Southwest if its employees 
hadn’t built up its value with their own sweat.  The whole truth 
is that we have all worked very hard over the years to make 
our respective bosses very rich.  And now that one group of 
bosses purchased the assets of another, the natural impulse 
seems to be to rally around the company name.  And yet, that 
is somewhat understandable.

There is a phenomenon that I would call, “Southwest 
exceptionalism.”  From the company’s very beginnings we 
were encouraged to believe that there was something special 
about working here and that there is a uniquely Southwest way 
of doing things.  However, I am sure that many of you have 
already observed that the “Southwest way” has quickly become 
a thing of the past.  You need only to look at management’s 
behavior at the bargaining table to come to that conclusion.

Your AirTran Brothers 
and Sisters

–Brad Pichot (ONT)
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The New Southwest Airlines
We are now in negotiations with the New Southwest Airlines. In past negotiations, 
it has generally taken our work group 16 to 18 months to reach an agreement on 
a new contract. During those negotiations, both the union and the company tried 
in earnest to reach an agreement that was fair and equitable for both sides. While 
the term ‘fair and equitable’ is certainly subjective, in the end both sides reached 
and signed an agreement. The point is that the timeline to reach past agreements 
is no longer the practice at the New Southwest Airlines. Since we ratified and 
signed our last contract on April 7, 2009, four other work groups on the property 
have each negotiated for well over three years to get a contract with the New 
Southwest: the Pilots, the Flight Dispatchers, the Appearance Technicians 
(aircraft cleaners), and Stores. Now we are back in our next round of bargaining 

and experiencing this change in philosophy at the table for the first time. Given the negative shift in both external and 
internal customer service, this departure from former negotiations should not come as a surprise.

For now, the company continues attacking our industry-leading contract including proposing concessions despite the 
continued profitability of our company. It is imperative that we remain firm for the long haul. The length of our negotiations 
should not cause division and indifference but should unite and involve us together in our mutual struggle for the contract 
we not only deserve but also have earned. Negotiations for the last work group to ratify a contract on Southwest property 
lasted over 3½ years. They hung tough in order to get the contract that they deserved and so will we.

I would like to thank all the frontline station representatives and alternate station representatives for your continued hard 
work. This year is proving to be extremely challenging, not only because of negotiations but because the company is 
subjecting our members to more fact-finding meetings, more unjust discipline letters and more terminations for minor 
infractions or trivial mistakes. In some stations, your workload has increased significantly and your job is often thankless. 
The role you play is critical to providing representation to our membership and I am thankful for the outstanding job you 
do despite the hurdles and challenges you face daily. 

In closing, I would like to congratulate each TWU Local 555 member for their substantial contribution to the 3rd quarter 
earnings of $241 million in profits, and the anticipated record-setting annual profits for 2013.

           Fraternally,

           Charles Cerf
           President
           TWU Local 555



Jerry McCrummen
Vice President
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A Strong, Unified Voice
As we go through our daily work lives, we are faced with the pressure of a 
different workplace than it used to be. I hear from our members that it is no 
longer the “old” Southwest but in fact it is the “new” Southwest. I have to agree 
with them. It is not the same company that I hired on with 29 years ago. There 
are some better qualities of the new Southwest, and there are also drawbacks. 
This company is still driven by the employees and we will determine whether we 
go the way of Eastern, Braniff, and PanAm, or whether we continue to prosper 
as a company and as individuals. The current state of negotiations has given 
impetus to foster an “us” against “them” mentality between management and our 
members. 

It is never too early to start building unity as a work group. There is a saying among labor advocates that goes like this: 
“An injury to one is an injury to all.” No member is insignificant or doesn’t matter. There is another saying that goes: 
“You are your brother’s (or sister’s) keeper.” Both of these sayings ring true today just as they have over the years. 
Webster’s Dictionary defines union as the art or state of being united. When talking about a labor union, Webster’s defines 
union as an alliance or confederation of persons, parties, or political entities for mutual interest or advantage. The more 
we are together, the stronger we become. A unified voice is much stronger than a bunch of individuals. What I am trying 
to say is that we may not always agree but once a decision is made then we need to support it with total conviction. This 
union is a family, and a family does not air their dirty laundry in public. If members have problems with one another, I 
would highly encourage them to utilize union representatives as mediators in an effort to resolve issues between them. 
Do not use inflammatory rhetoric or righteous indignation as a catalyst that results in a stronger degree of discipline being 
administered. The purpose of discipline in not meant to always punish the guilty party, but in fact, it is a tool used to 
modify and correct behavior. Due to the “just cause” provisions of the CBA, the union will make sure that the punishment 
fits the crime and that it has been consistently applied to all members. There are some managers who will use strife and 
turmoil to divide and conquer. A strong union is not a threat to their station, but instead it is beneficial and will help the 
station run smoothly. A strong management team and a strong union presence will mean that the station will run with 
optimum efficiency. It becomes problematic when one party is disproportionately weaker than the other.

The members of this union are the most productive workers in the airline industry. You have done more with less and 
continue to keep SWA profitable. I am proud to serve and work on your behalf as the vice president of TWU Local 
555. Hang tough and take care of each other. I close with a quote from Henry Wadsworth Longfellow, the 18th Century 
American poet, “All your strength is in your union, all your danger is in discord, therefore be at peace henceforward, and 
like brothers live together.” God bless and keep you!

           Fraternally,
           Jerry McCrummen 



Amye Hollins
Leave Specialist
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continued on page 22

Leaves of Absences

There are many instances when agents must be off work on a leave of 
absence and are able to return to work without incident, or extra guidance 
and assistance. It is the hope of the union that these “issue-free” leaves 
of absences are more prevalent than the “issue-filled” leaves of absences 
that also occur in our work group.  

 
In my capacity as TWU leave specialist, I have the opportunity to advise 
members on various leaves of absences. Generally at the end of the 
needed time off work, the agent simply returns to work or is cleared to 
work with a doctor’s certification verifying that they are able to perform 
the essential functions of their job, or in some cases, they can be returned 

to work through restricted or transitional duty. 

The following are the most common leaves of absences taken at Southwest Airlines:
• Personal Leave 
• Medical Leave (with and without FMLA)
• Military Leave 
• On the Job Injury 

The Collective Bargaining Agreement between Southwest Airlines and Transport Workers Union of America Local 
555 dedicates Article 12 to leaves of absences and provides the agreed upon language that governs leaves of absences 
for this work group.   

Personal leaves are the only leave type that the company has the authority to deny. To apply for a personal leave of 
absence you must submit a detailed request in writing, the company will then decide whether to approve the leave. 
The length of this type of leave is predetermined.  

Medical leaves of absences require a doctor’s certification that you are not able to work. This category of leaves covers 
the broadest range of circumstances that may require a leave. Medical leaves of absences capture illness or injury that 
is not related to work and can be as short as fourteen days, and as long as three years.  The Federal Family Medical 
Leave Act (FMLA), which can be taken intermittently, may add protection to a medical leave. Intermittent FMLA is 
for a predetermined length of time and can be as short as one day, and as long as three months. FMLA requires large 
companies to provide protection for employees with serious medical conditions, close family members with serious 
medical conditions, and now allows for protected time off if a close family member is providing military service 
to our country. Maternity leave is also in this category. When an agent learns that she is pregnant and experiences 
complications, or the doctor deems it necessary for the expectant mother to have time off work, then documentation 
is presented to the Southwest Airlines FMLA team.  FMLA provides for 480 hours of time per year, and if more is 
needed, the rest of the time is taken as a medical leave without FMLA. Postpartum recovery time would be included 
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As I read the March 2013 issue of LUV Lines, an article about Lost 
Time Injury Claims (by body part!) for all work groups at Southwest 
Airlines struck a nerve with me.  I found it very coincidental that as 
Southwest Airlines Negotiators were pushing to contract-out jobs for 
our Brothers and Sisters at Local 555, they would print an article that 
would present a compelling case for outsourcing, from a business 
standpoint. Although for those of us that still embrace the “Southwest 
Family” these numbers are a personal “ouch” signifying that we must 
get back to promoting safety in our positions and among our Internal 
Customers.

According to the data presented in the Luv Lines article, more than half the total number of injuries in our entire Company 
happens on the Ramp ¬– that’s right, more than the combined totals of seven other workgroups featured in the report. The 
next highest was Inflight, but that’s another story to be told. Like a lot of us, I think back to my early days at Southwest. 
“Back in the day” when our Inflight Lounges were nearby Ops and Ramp Break rooms and offices, I used to see the push 
for spacing between bags on the belt-loaders. I remember seeing signage all over the place stating, “It’s been xx days since 
an injury.” I am told the signs are still up, but what has changed is the way our jobs are viewed by some Senior Leaders. 
They may balk, but the proof is at the Bargaining Table. I reached out to a Brother at 555 and was able to set up an escort, 
which allowed me to tour the Ramp to get a bird’s eye view of their duties. Like most of us, I’d never seen inside the belly 
of an -800 and the difference in workspace is astounding. The specs tell us the aft cargo bin is ten feet longer than a -700, 
which doesn’t sound like much until you’re working on your knees, sometimes by yourself, to load and unload bags that 
could easily hold a small human inside of them. The Houston Base recently hosted a neurosurgeon to promote safe lifting 
practices. He quite literally freaked out when I showed him a video of two Ramp Agents unloading an -800. I believe 
his exact words were (to Ramp Agents in attendance) “you are a neurosurgeon’s dream!” and he began spouting off the 
anatomical parts that could be affected by everyday work that our Ramp Brothers and Sisters do. 

Let’s be clear: there is no ergonomically correct way to move around inside the bins, but proper staffing makes a huge 
difference in bodily impact and Southwest has yet to implement minimum staffing on an -800. In the Company’s defense, 
Jessie Soto, TWU 555 Safety Guru, showed me a belt-loader that is being tested in San Diego that moves into the bin and 
over towards the bulkhead fifteen feet. Will Southwest invest in that kind of back-saving technology? We can only hope. In 
the meantime, my message to our Ramp Agents (and all workgroups, for that matter) is to simply follow safety procedures 
to the tee. Although all workgroups (yes, even Inflight) are being called in to explain delays, and we all work to keep them 
off our watches, shortcuts are not worth the outcome when injuries occur. As Southwest continues to reduce turn times and 
propose cuts to OJI protections and sick banks, their focus seems, from my personal standpoint, to be on money. 

You can help in the Lost Time from Injuries by following all safety procedures. For the new guys and gals, I present the case 
that most of us started with the idea that we wouldn’t stay at Southwest forever. It’s easy to fall in “luv” and find that 15, 
20, 30 years down the line, we are still here and can’t imagine working anywhere else, if not for Southwest as a Company, 
than for the amazing people we work with. I still believe it’s our People that set us apart from all the other carriers. To 
each workgroup, I encourage compassion for each other; if someone is moving slowly, staffing may be to blame. All of us 
working together, safely, has made us a great, profitable airline for more than 40 years. We are the keepers of the Culture, 
the Warriors, out there on the line, doing the Labor. Play it safe and take care of each other. 

In Passionate Solidarity,
Valerie Boy

Houston Base Rep
Flight Attendant

Valerie Boy
HOU BASE REP

A Message from TWU Local 556

The views expressed in this article do not necessarily reflect the views of TWU Local 556 and it’s membership.
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♦ (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 main-
tain member confidentiality, names and locations will be deleted on some arbitration decisions. All decisions may not be posted due to confidentiality.

Grievance Trends
853
24
5
237
56 23

1 1 22

Trends/Concerns: 
There has been an increase in the level of discipline and the frequency of violations regarding the failure to perform a walk around prior to 
pushing the A/C off the gate. This has resulted in the company issuing discipline to a few of our agents, some to the extent of termination. We 
have been able to work through several of these grievances resulting in the reinstatement of a few of these agents, but only after a lengthy 
period of time. During this time, the agents have suffered through the angst, pain, and tribulations of their uncertain employment status. The 
failure to perform this basic safety inspection has resulted in bin and lav doors being left open and necessitating a return to the gate by the 
A/C. A word of caution, you will have a fact finder over any such incident and will be asked directly if you did the walk around. If you are not 
absolutely sure of your actions on a particular flight, don’t state that you followed the guidelines. The company will verify your answer by 
the use of video at the station; big brother is watching. If the video shows that no walk around was performed, the violation and subsequent 
discipline probably has been compounded by the lack of forthrightness or mistake by the agent during the investigation.

If your pay is short by 1/2 day or more, you are entitled to the shortage within three business days. If the company fails to handle this in a timely 
manner, then you are entitled to “inconvenience compensation” in the form of three hours per business day until the shortage is paid into your 
account (if direct deposit) or a manual check, if that is how you are paid. The inconvenience compensation starts after the company is notified 
and acknowledges the shortage. If you do not get paid the shortage, notify the company again and keep them informed. Ask for a copy of the 
paycheck request that was sent to A & L. If there is a shortage of less than 1/2 days pay, still notify the company, and it is supposed to be on 
the next paycheck, in most cases. If not, then the same “inconvenience compensation” will be sought in a grievance. Keep up with your hours 
and make sure that it is handled properly. Agents are entitled to a fair days pay for a fair days work, and it needs to be paid to the agent in a 
timely manner for the benefit and use of his/her family.

Grievance Tip: When filing a grievance, the Page 1 must be filled out completely and legibly. Keep in mind that union 
representatives are trying to represent you and also perform their other duties as ramp, operations, provisioning, 
or freight agents at SWA, usually between flights. The representatives do not hunt you down and solicit you for the 
filing of a grievance. The agent who wants to file the grievance must go to the representative and ensure the filing 
of a grievance.   

June 16, 2013 – October 17, 2013
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Grievance Trends

Thank you to the members who 
participated in this FB project.
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I don’t know about you, but the way the company has been 
issuing discipline letters  across the system to our brothers and 
sisters on the ramp, provisioning, and operations under the 
guise of safety is very alarming . Don’t get me wrong, safety 
in our work place is extremely vital to us and every one of 
our customers, but the company has chosen to do it in such 
an outrageous way it has everyone walking on eggshells. I 
had an ops agent tell me that they are afraid to come to work 
because they just received a letter of warning for missing 
one bag on their paperwork and they were afraid they might 
make another minor mistake and get fired. Do you think 
that when Herb was in charge he would have tolerated his 
employees being afraid to come to work every day because 
they feared they might make a minor mistake and be fired? 
We have had so many new safety procedures rammed down 
our throats in the recent year that it has become a safety 
hazard in itself. The only advice I can give to you is that we 
must follow the company procedures to the tee; do exactly 
what they are enforcing on us and do not deviate from it one 
bit. Because if you do, you will more than likely go straight 
to a letter of warning and in that letter they will degrade you 
with verbiage that says you were “performing your job in a 
careless, negligent, or unsatisfactory manner.” That by the 
way, is number 14 of our Basic Principles of Conduct. Also 
keep in mind that the progressive steps of discipline are only 
used for attendance, and that is why the company is allowed 
to go straight to a letter of warning or even a final letter of 
warning if they choose to.

 So rampers, remember next time you are working at a gate 
to make sure you do your FOD walk before EVERY flight, 
no exceptions even if you have a plane holding out for the 
gate because that is what we are required to do. Remember 
there are no exceptions when it comes to safety! Also, don’t 
forget to do your walk around and FOD walk before you 

BIG BROTHER SAFETY WATCH
—Greg Puriski 

push any aircraft even if the jetway is back and the flight 
is late, because if you do not do both of those procedures, 
you will be susceptible to some sort of disciplinary letter. 
Never marshal in an aircraft when you are the only one at 
the gate, even if you are at your gate preparing for your 
flight and the plane arrived 30 minutes early, or if you are 
driving by a gate and a plane is waiting at the j-line and no 
one is there because management is playing musical gates 
with the gate crews. If you do, the company will consider 
you to be “performing your job in a careless, negligent, or 
unsatisfactory manner.” Operations agents make damn sure 
you close your flight and send your DR before you even 
think about running to your next flight when you have back-
to-back flights. If you don’t, you will be open to one of the 
many disciplinary letters that the company is so generously 
distributing.

One of the methods management is using to catch us in 
making mistakes is so despicable that it makes my blood boil. 
Big Brother, if you don’t have them yet, you will be getting 
them soon– video cameras on the ramp. Management says 
they don’t use them to watch and wait for someone to make 
a mistake, but that is complete BS. The company is using 
video cameras, they say, to verify safety infractions reported 
on the ramp. So, don’t think for one minute that nobody saw 
you when your flight was late and you were running to do 
your walk around to get the flight out as soon as possible. 
The bottom line is that no matter what the circumstances 
are, you should follow the ever-changing procedures to the 
tee. Every one of us needs to watch our backs because Big 
Brother is watching.
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Safety  &  Health 
Committee • Report

With the Occupational Safety and Health Act of 1970, 
Congress created the Occupational Safety and Health 
Administration (OSHA) to assure safe and healthful 
working conditions for working men and women by setting 
and enforcing standards and by providing training, outreach, 
education and assistance.
OSHA is part of the United States Department of Labor. The 
administrator for OSHA is the Assistant Secretary of Labor 
for Occupational Safety and Health. OSHA’s administrator 
answers to the Secretary of Labor, who is a member of the 
cabinet of the President of the United States.

The OSH Act of 1970 covers all employees represented by 
TWU 555. 
In addition to the federal OSHA plan, there are currently 
22 states and jurisdictions operating complete state plans. 
OSHA approves and monitors state plans and provides up to 
50 percent of an approved plan’s operating costs.

If you feel that you are working in conditions that may be 
putting you or other employees in danger, YOU have the right 
to contact OSHA and report the conditions that you feel may 
be unsafe. If you do contact OSHA Southwest Airlines is 
prohibited from retaliating against you. In fact, the OSH Act 
protects workers who complain to their employer, OSHA 
or other government agencies about unsafe or unhealthful 
working conditions in the workplace or environmental 

problems. You cannot be transferred, denied a raise, have 
your hours reduced, be fired, or punished in any other way 
because you used any right given to you under the OSH 
Act. Help is available from OSHA for whistleblowers. 
OSHA will focus its inspection resources on the most 
hazardous workplaces in the following order of priority: 

1. Imminent danger situations
2. Fatalities and catastrophes
3. Complaints (Employees may
request anonymity when they file complaints)
4. Referrals
5. Follow-ups
6. Planned or programmed investigations
If you ever have any questions as to whether or not 
something is a violation of an OSHA standard, you can 
always visit OSHA.gov. OSHA’s website is full of great 
information and even has a page where you view previous 
violations at your work site. The address is: 
http://www.osha.gov/pls/imis/establishment.html

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

Source OSHA.gov

Total 555 members on OJI as of October 15, 2013–508



Joe Miller began his career with Southwest Airlines 20 years ago. He was hired as a ramp agent in PHX. He worked in 
PHX for a year and a half, and then transferred to SLC where he was one of the original employees to open the station.Joe 
worked on the ramp until transferring to SLC Provisioning when it opened in 1996. Today, Joe is back working as a ramp 
agent in SLC after the company made the decision to close Provisioning in SLC, ELP, and PHL in July of this year. 

Joe has been a union representative since 1995. “I got involved because I saw new employees from Morris Air being taken 
advantage of and I knew someone needed to step up,” remembers Joe. He has remained involved with his union serving 
as a station representative, system board member, alternate district representative, and has assisted with arbitration cases. 
“It’s important to get involved and help educate others about the union. The union is not just for people who get in trouble, 
but everything good in our contract was negotiated by our union–it wasn’t just given to us.” 

“I heard about Provisioning station closings through the Southwest rumor mill, and when I asked management about the 
rumor, I was told I should not be spreading rumors,” said Joe. “A week later the company announced SLC Provisioning, 
along with ELP and PHL, would be closing.” He said employees were told it was strictly a business decision. Impacted 
members had difficult decisions to make due to the closings and transferring to the ramp has been difficult for some 
employees and many question the necessity of the closings. “I’m concerned these closing are just the tip of the iceberg 
and I’m wondering what’s next. I’m very concerned about the outsourcing issue and how this will affect employees and 
Southwest’s future.”  Joe explained that it appears Southwest is beginning to operate as a hub-and-spoke carrier, despite 
the fact that point-to-point has always set us apart from the traditional carriers. 

“The way Southwest Airlines has operated worked well for over 40 
years, but now it seems like employees don’t matter; we’re just a 
number,” said Joe. He said there is a lack of trust in leadership and in 
the direction of the company. He suggests that the change started when 
headquarters removed all decision making from management at the 
station level. Joe notices a stark difference in the way the company has 
handled the AirTran acquisition and the Morris Air acquisition. “When 
we bought Morris, I didn’t see Southwest trying to copy Morris policy 
and procedure, but rather, welcoming Morris employees to Southwest 
and training them on the Southwest Way.” 

Joe said that he has always believed that employees are the key to 
Southwest Airline’s success. “Now it seems like it’s all about dollars, 
not people, even though it’s the people that have lead to our success,” 
explained Joe. “Southwest used to reward us for our hard work and 
employees wanted to do their very best, but I see that changing.” 

Joe and his wife, Julie, have been married for 30 years and they have 
one daughter, three sons, and one three-year old granddaughter. During 
his free time, Joe enjoys golfing and spending time with his family at 
the beach. 

Thanks for your continued commitment to Southwest Airlines and your 
union, Joe. We can assure you that the many members you have helped 
over the years don’t view you as just a number! 

Joe, Not # 21710



Globally United, Stronger Unions
TWU’s 24th Constitutional Convention, Globally United, 
Stronger Unions, convened Sept. 23-27 in Las Vegas. 
Harry Lombardo, newly elected International president 
and former executive vice president, welcomed over 350 
delegates from across the country, including 30 delegates 
from TWU Local 555. 

President Lombardo spoke about the history of the TWU 
and stressed the stances our earliest leaders took. “That most 
crucial stand by our earliest leaders against segregation, 
against exclusion, and for equality in the work place 
has been the driving force of our union ever since,” said 
Lombardo.  “ We have never taken the easy road; we have 
often taken the hard road, because is was the right road.” 

After being elected by acclamation by the TWU 24th 
Constitutional Convention delegates, President Lombardo 
said “I feel energized and I pledge every ounce of energy 
I have to bring our union to a point that everyone in this 
union will stand up, stand strong and say to their families, 
their co-workers, their bosses, the whole damn world, ‘I 
am a member of TWU and proud of it,’ ” Also, elected 
at the convention were John Samuelsen as executive 
vice president, Alex Garcia as secretary-treasurer, and 
John Bland and Gary Maslanka as administrative vice 
presidents.
 
Moving forward, Lombardo and the other elected officials 
will work closely with TWU’s locals to restore their power 
in a grassroots effort by uniting them and the divisions into 
one effective force.  They will also work to expand the 
state conferences in an effort to allow the TWU to harness 
the strength of its locals in TWU’s common cause.
 
“We will empower our locals and reunify our union, and 
bring back our fighting spirit,” said Lombardo.



Mike Martinez
District 1 Rep  
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Negotiations?
For those of you not aware, we are still going through negotiations. Yes, it’s been 
more than two years and we’re still in negotiations. This is the longest one I’ve 
ever been through, that’s for sure, and that’s probably the same for most, if not 
all, of you. What made me bring this up now? I got a call from one of my BWI 
guys asking, “Why is this taking so long? What can we do to bring this to an end 
sooner?” Those are great questions and I wish I had an answer. Maybe we should 
be asking the company why this is taking so long; they’re in a great position to 
bring this to an end. Our negotiators have said all along that they’re willing to 
meet at any time to negotiate. So what’s the holdup you may ask? Easy, in my 
opinion, it’s the company. After turning down their proposals to change sick pay, 

more part time workers and contract workers, the company keeps beating a dead horse. You know the old saying, “stuck 
on stupid,” that’s where we’re at after more than two years. After the membership has resoundingly said they would never 
accept this, the company continues to push these issues. Why? Are we drowning? Is the company losing money? Did we 
hit a turning point that hurts our company? Let’s see what has happened over the last two plus years. We bought AirTran, 
acquired more airplanes, we’ve opened up more cities, we’re expanding headquarters, we’re expanding HOU for future 
international flights, expanded in BWI, and who knows how many other cities, we keep promoting more VPs, the higher-
ups keep giving themselves more raises and bonuses. This doesn’t look like there’s a shortage of money to me. Last time I 
checked, I believe I counted 41 vice presidents. 41!

Excess?
You would think with the company’s attitude toward us that we were in bankruptcy. That is in addition to the overwhelming, 
all-out assault on SWA employees with petty discipline. Meanwhile, someone from management violates the BPC’s or is 
responsible for a delay or accident and absolutely nothing happens to them (a huge pet peeve of mine) unless that supervisor 
or manager is not liked. If they even spit wrong, they’re tossed. Gone are the days of verbal counseling, helping new agents 
along with ANY outside issues you may have that can affect your attendance. What would you think if a new agent, after 
two months with the company, violates a BPC or the contract because they simply had no idea what they did? You would 
think that the company would bring the agent in and talk to them and ask if they understood, or maybe even train that agent 
a little more so they could avoid that in the future. Nope, here is your warning letter and don’t let it happen again. What if 
you were having a baby and had to leave work on an emergency? Check your attendance when you get back! I personally 
know of an agent in this situation who was assessed points. That’s what goes on today. There seems to be an excess of petty 
and uncalled for discipline, and sure as hell an excess when it comes to spending money on the number of vice presidents, 
directors, managers, message to the field, etc. How about an excess of employees and equipment to make sure we have 
enough to do the job right? How about an excess of cooperation? How about an excess of management bringing their asses 
to the table to get this contract done? Wouldn’t that be a novel idea?       

District Reports
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Phil McNally
 District 2 Rep  

Wake Up Everyone
I would like to start by thanking the local and alternate reps in our district, 
and everyone system wide for all of your hard work and dedication. While I 
am thanking people, I would also like to thank my fellow board members for 
sharing their ideas and knowledge with me; every little bit helps. I extend a 
really big thank-you to our grievance specialist, Curtis Clevenger, for always 
getting back with me promptly whenever I have a question.
  
Our station reps work hard and being a station rep is not an easy task.  The 
station reps are very busy trying to resolve issues with management, and more 
importantly, working out issues for all our union members. I hope all of my 
brothers and sisters support their local reps and union by attending j- line meetings, break room meetings, or any other 
way.  It is very important to stay informed about everything that is going on.
     
In my last newsletter article, I talked a little bit about excessive discipline, which as become normal practice at our 
“LUV” airline. It is difficult to use the term “LUV without thinking about the fact that our members no longer feel the 
“LUV” at work. The company has taken the stance of disciplining employees for every little thing.  A few examples are 
not wearing your vest, not doing your walk around before you push the flight, or not wearing your seat belt when you 
are driving. As I have said numerous times, we need to wake up and pay attention to the little things that are within our 
control and follow the policies. The company is using minor violations to build cases against employees. I am telling 
you straight up, brothers and sisters, that it can cost you your job. I am not saying this to scare anyone about job security. 
I am just being real about what is happening and reminding everyone to do what we are supposed to do at work. I hope 
that the next time you work a flight you remember to follow all procedures and safety policies, so you won’t give the 
company a reason to write you up.
          
As far as negotiations, I ask that as a union, we stay patient and strong. This union is not going to give in to ridiculous 
offers. I am confident that our negotiating team is doing everything in their power to try and speed up the process 
without giving into things that would have a negative effect on our membership. At the same time, we the members 
really need to get involved and show the company that we are united. We are all here for the same goal¬– to support 
our loved ones and ourselves. Our workload really increases this time of year, and sometimes the additional work and 
hours can become overwhelming, but I hope everyone enjoys the holidays and has some time to enjoy their families. 
Go Irish!             `  
                
          Phil McNally     
                
  



Randy Barnes
District 3 Rep  
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What Does LUV Got to Do with It - Remix
Over the past ten years many things have changed with regards to Southwest 
Airlines and not all has been good for us.  We have seen the attack on September 
11, 2001 change the way we do business, both as a company, and as an employee.  
It has also had a profound effect on how this union conducts business.  Before this 
date, we were able to handle some issues with an agreement; a verbal commitment 
was as good as an arbitrators ruling.  We could state our side of an issue and if we 
were able to make the most convincing argument, then a memo would be put out 
and it was policy.  In the past, many quality of life issues were handled that way 
because when someone gave you their word, it meant something. 
Fast-forward to today and you find a drastically different Southwest Airlines; if it 

were an animal, it would be one with flesh and blood dripping from its fangs.  It used to be that Southwest Airlines prided 
itself on the culture and having a fun and caring work environment, but now that culture is gone. I remember a time when 
employees wanted to go to a station party and have fun with co-workers away from work. Those days are long gone.  Now 
you are susceptible to unjust discipline up to and including termination for your actions off work.
  
More and more, Southwest is meddling in our personal lives with the guise of the Basic Principles of Conduct being the 
golden rule that governs all agents, but in far too many cases, the same rules are not applied to management. I believe that 
many of us have witnessed both management and agents alike behaving in a way, outside of work, that would technically 
violate the BPC.  It’s funny how we never hear of anyone receiving discipline for this other than agents.  Why is that? Is it 
because the BPC doesn’t apply to management?  Or could it be that they get a free pass for “inappropriate behavior”? I am 
not sure. What I am sure of is that the company holds our members to a standard based on the Basic Principles of Conduct, 
standards that the company does not evenly apply when a fellow employee, who happens to be a member of management, 
behaves inappropriately. I ask, are they not employees of Southwest Airlines too?  Do they not have to sign the same BPC 
that we do?  I’m told that every employee has to sign and agree to these policies and all other polices, everyone, including 
Herb. Now that’s a revelation that even the Founding Father of SWA would sign the same BPC and other policies that we 
mere rank and file members must sign. I have been told by several members of management that they are held to a higher 
standard, but they too must adhere to the same doctrines of the BPC. 

Well if that is case, then why don’t supervisors receive letters of warning when they are inside on the internet and don’t 
show up for a flight, or a final letter of warning when they are working in an unsafe manner, like using a tug to help push a 
full cart of bags?  Why are they not held to the same standard as we are? The reason is they are held to a different standard, 
not a higher standard, but a different one.  It is evident that we are the ones held to a higher standard, not management. 
 I would venture to say that we all have our own stories to tell about how a manager or supervisor did some unspeakable 
act and nothing happened to them.  One day I hope to hear all of them, but right now we’re confronted with the reality 
of our changing work environment.  In many cases, the people who are now setting the policies, or who are in charge of 
determining “appropriate discipline” for violations of the BPC, were, in fact, some of the worst violators and they were 
never disciplined.  The culture has changed.  We used to “do the right thing” and follow the Golden Rule, that is treating 
others like you would like to be treated.  Now it has become, “I can get away with it because I’m management and your are 
not. To that, I say that they should be very careful because in this day and age of camera phones and the internet, behavior 
that was once concealed, can now be instantly recorded into history.     
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Mark Waters
 District 4 Rep  

Union Members Got Each Other’s Back
 
Kyle Michetti is a 26-year-old SWA 
ramp agent who was in a terrible 
motorcycle accident on September 11th 
of this year. That date is hard to forget 
for many airline union members¬–now 
even more so for Kyle and his family. 

Kyle started his career as a Southwest 
employee and Union member in 
October of 2006 as a ramp agent in 
DTW working alongside his uncle, old Pete Michetti. It didn’t take long for Kyle 
to determine that he wanted to return back to where he was raised, Tennesssee. 
Kyle put a bid in and transferred to BNA around June of 2007. Old Uncle Pete 

and I had several conversations about his nephew Kyle, as Kyle appeared to be learning how to conform to SWA rules and 
our contract. Never the less, everything worked out great for everyone; Kyle was a great worker and an asset to SWA and 
TWU. Although I’ve never worked with Kyle on the ramp, I’ve been told that he is very upbeat, energetic and just a great 
guy to be working with. (I have worked with him on other issues, and at one time you might have called him one of my 
best customers) Around July of this year, Kyle figured he needed a change so he put a bid in for the DAL ramp. After his 
bid was awarded he started there on August 13, 2013.

Kyle had been working for less than a month in DAL when he was involved in a terrible, one-vehicle, motorcycle accident. 
After being thrown from his bike, he ended up wrapped around a fire hydrant that resulted in life threating injuries. Reports 
are that a woman stopped and helped Kyle by putting someone’s shirt and another person’s belt on Kyle’s leg making a 
tourniquet to stop Kyle from bleeding to death. Then the woman left without anyone knowing her name, who she was, 
or how to contact her. (Kyle along with many others would love to show their appreciation for what she did if they had a 
chance.) Kyle was transported to Baylor Medical Center that afternoon and the process of notifying his relatives began. 
At the time, it appeared he was not going to make it through the night. Several union officers along with DAL employees 
were contacted in an effort to find out how to contact Kyle’s relatives. I am happy to say that Kyle made it through the 
night and if you ask me, he is doing great.  I’ve talked to him several times today because I needed his help writing this and 
remembering the dates and details of the events that took place. This brings me to the reality of Kyle’s situation.  Showing 
without a doubt that they have Kyle’s back, his union brothers and sisters got together to raise money to help Kyle and his 
family with his medical bills. Both BNA and DAL members held benefits that raised thousands of dollars to help Kyle. 
These fundraisers were organized and by Kyle’s fellow TWU brothers and sisters. Donations came from not only TWU 
555 members, but also flight crews and local airport workers. Kyle is back in Nashville at his mother’s home continuing 
his rehabilitation at Vanderbilt Medical Center. He expects to get the initial fitting for his prosthetic leg in November. After 
speaking with Kyle, I’m impressed with his upbeat and positive attitude. He is so appreciative of everything his union 
brothers and sisters have done for him, and his family also asked me to pass along their thanks. You have shown what good 
friends, union brothers, and sisters can do when they put their hearts into helping a fellow union brother.  Above is a picture 
of members that took their own time and resources to go to DAL and show our union brother that we have his back and we 
will do whatever it takes to help each other.



Robert Bettinger
 District 5 Rep  
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Loyalty is a Two-way Street
At the time this news article is being written, there have been changes in some of 
our station management.  For some unknown reason, the AMA station manager 
was given the opportunity to pursue a new career outside of SWA. This manager 
was well liked by employees and he will be sadly missed. Before naming a 
new station manager, the company had the people at headquarters plan a new 
work schedule for the employees in AMA. This was brought to my attention by 
the TWU station rep., Steve Atchley. Steve called and alerted me that the new 
schedule had no weekend off shifts in freight, and he wanted to know if there 
was anything that we could do about the new schedule. I told him we could not 
because this falls under Article Two, the right to direct the work force, but I did 

explain to him that I would call the station director and ask him why SWA would design a schedule that is unproductive, 
and punishes senior employees by not having any weekend off shifts. I was told that the good old folks at headquarters 
planned the schedule.
  
These types of incidents make me wonder¬ does it really pay to be loyal to SWA? For example, the AMA freight department 
is staffed with four very senior agents ( all the agents have at least 25 years with SWA) who have not called in sick in 
years, yes, not just one, but all four agents had perfect attendance for at least the last five plus years. I can tell you for a 
fact that these members have gone above and beyond for SWA; they have come to work even when they were feeling 
ill. To reward these loyal employees, the company created a new shift bid that had no weekends off. As a matter of fact, 
every Saturday, all four members are assigned to work. I guess the company may be concerned that there will be a rush of 
customers appearing in the AMA freight house between these hours. Now I am not advocating that people should abuse 
the sick policy, but rather, question whether your devotion and loyalty is reciprocated. 

Speaking about loyalty and devotion, another fine example of SWA management treating people with respect is the recent 
termination of an employee (not from our district) for an alleged safety violation. (It is understood that the company has 
the right to terminate your employment if they have met the just cause provision in art. 20. If you are unfamiliar with what 
just cause is, call me and I will explain it to you (this includes 
management). The termination was grieved and handled by the 
union. When we started our investigation, it was clear that there 
was a safety violation, but it was not the terminated employee 
who committed the safety violation. Simply put, the company 
terminated the wrong employee. (Just for the record, I do not 
believe the agent who did violate the safety rule should have 
been terminated, but he probably deserved a letter of instruction.) 
Usually when this type of mistake happens, the correct remedy 
is to bring the agent back to work with no penalty and make 
whole in every way. Unfortunately that was not the case with 
this individual; instead, SWA offered the member his job back, 

HOU Labor Council Delegate swearing in.
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Kevin Carney 
 District 6 Rep  
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A Daunting Reality 
I’ve been accused of being out of touch with the New Southwest; sadly, I am only 
too well aware of the changes. The most discouraging, and in my opinion the 
most damaging, is the complete disregard for the customers – both external and 
internal. Passengers made to wait because of scheduling. Employees bullied with 
careers threatened. I have warned people repeatedly with less success than a mute 
town crier, of the company’s lack of concern and apathy for our well-being. This 
goes much further than the usual rejections at the negotiating table.

It seems as though the company is determined to overreact and nitpick our 
workgroup to extinction. I call it nitpicking; the company may refer to it as 
following the rules. These are rules that they have no problem with you ignoring to get the job done – as long as nothing 
goes wrong. In other words cutting corners is not only fine with them, but also encouraged, just so long as you aren’t 
caught. You have another flight in range? Hurry over to that gate and don’t check your paperwork. However, if there’s a 
mistake on that you’ll get a final letter of warning.

The company can’t seem to decide what it wants other than they want it all. You need to be at your gate 20 minutes before 
arrival to scan the gate area and at the same time you need to finish working this flight. You need to load these 150 bags by 
yourself and you need not to take a delay. You need to provision that galley and you need to restock your truck. You need 
to work fast and you need to work safely. Work safe, but don’t take a delay or make a mistake.

The problem is that we try to solve the problems that the company creates and those solutions often end with the company 
disciplining someone because they cut corners. Make the problems the company creates the company’s problems; put the 
onus back on them. They are the ones who have created these problems of Brobdingnagian proportions, let them figure 
them out. The company does have the right to manage and direct the workforce, but this does not mean that they can 
change reality. Don’t be afraid to ask for help.

Your next flight is in range and you are already working a flight? Call your supervisor and ask them which flight they want 
you to work. Need a guide man to help you back your truck away from the plane? Call your supervisor. Can’t find a tug 
to drive? Call your supervisor. If you rush to your next flight, you may make a mistake on your paperwork, resulting in 
discipline. If you hit something because you didn’t have a guide man, it will result in discipline. If you get into an argument 
over a tug, it will result in discipline.

I know it sounds ridiculous, that it goes against your work ethics and it is probably inconceivable to those who do not 
work on the front lines however, the company does not care. They are not only generating discipline at an unheard-of 
pace, creating reams of paper to fill your file, building a paper trail that will lead to your termination if you follow it, but 
the severity of that discipline is escalating. In minor situations in the past a supervisor would have just talked to you, now 
the company will issue you a letter of warning. As one manager haughtily avowed, “we don’t give letters of instruction, 
we instructed you when you were hired.”  Damage a piece of equipment in an accident? Again, in the past the company 
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Mike Roach
 District 7 Rep   

Negotiations, Raises for Others, Discipline, 
and Holiday Overtime
For those of you who voted in the recent election for district 7 representative, 
thank you for exercising your contractual right. For those of you who did not 
vote, I recommend that you please get involved and start exercising your rights 
as a member of this union. We all need to pay attention to what is going on 
within the company relating to our jobs. Our jobs are under attack from the New 
Southwest, especially if you are a topped out employee. If the company can get 
rid of one full-time agent making $25.97 an hour, with all the benefits that come 
with being topped out, they can hire three part-time employees and save a lot of 
money. 

Our contract was amendable on June 30, 2011, and as of October 18, 2013, as I am writing this article, there is nothing 
for you to look at to even think about ratifying a contract. Those of you, who have been employed since the ratification of 
the contract in 2001, know that the top out pay of $24.00 an hour went into effect on July 1, 2005. I must note here that 
was before the current CEO of SWA was in that position. Since that date when those employees reached that $24.00 mark, 
they have received a $1.97 an hour pay increase over 8 and a half years! It is now two and a half years into the current 
negotiations and the company refuses to come to the table and bargain in good faith. Our negotiating committee has not 
met with the company in months, and at the time this article is being written, there are no future meetings scheduled.  Have 
your expenses for just the essential things that you spend your money on like utilities, groceries, gas for your vehicle, etc. 
stayed the same for the last eight years? 

Now let’s take a look at that current CEO who I mentioned earlier. He was paid a salary of $3.75 million in 2011, not too 
bad, but hey, he is the CEO. In 2012, his essential bills must have gone up more than yours because he gave himself a 
raise to $4.25 million. Most of you should be aware of the facts of why the negotiating meetings stopped. The company 
continued to throw out proposals wanting to take from you and give nothing in return.
 
I am not sure if it is coincidental, but they have decided to severely discipline our members to the extent of termination for 
minor violations, and in some cases, without any violations. I cannot emphasize enough the need for each of you to work 
safe. The company has been terminating members for not doing a walk around, accidently driving over a fuel pit, making 
mistakes in operations and many, many other reasons. I know that in the past Southwest put the main emphasis on flights 
leaving on time, and some of our members still practice that policy and do everything they can to ensure the flights leave on 
time. One thing that I have not yet seen, is anyone terminated for taking a delay. The point I am trying to make is to work 
as safe as possible at all times and make safety the priority over an on time departure. Do a walk around on every flight. 
Ensure that your paperwork is exact and correct. Do not work a bin by yourself. Do not flag in an aircraft by yourself. Do 
not load or pull carts that are stacked above the rails. Do not be in such a hurry that the company could twist your haste into 
being considered an unsafe act. Never perform any duties that you do not feel safe performing. 

continued on page 23
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Tennyson Berry
 District 8 Rep   

Protecting Your Rights

We, the membership, have a responsibility to protect our rights under the 
Collective Bargaining Agreement by policing our agreement. We also have the 
responsibility to make sure that everyone is accountable. 

Why do we need to protect our rights? It is important because management is 
attacking our brothers and sisters with discipline letters, making it difficult to 
get lunch breaks, requiring us to work with less manpower, and not negotiating a 
contract. Here in our district, the company is issuing letter after letter to our union 
brothers and sisters on the ramp at the Denver Station for not wearing seat belts, 
and for safety vests not being fastened. The company is also violating Article 7 with blatant improper overtime notices. 
This is an obvious attempt to weaken one of the largest stations in this district that has some of our youngest members.      

Who is responsible for putting out the fires? It starts with the members working on the ramp, ops, cargo, and provisioning, 
including station representatives, as well as your district representative. I am writing this article so that we here in district 
8 can do a better job protecting our rights. Protecting our rights will allow us, the membership, to overcome the challenges 
that we are face. 

What are some of the tools we need? In our District, we need to start by pulling together.  Second, take time to learn the 
Collective Bargaining Agreement. This allows you to understand your rights. Third, when you file a grievance, provide 

your representative with the necessary information such as written 
statements and supporting documents. This information is necessary 
in order to provide you with the best possible representation and allow 
your grievance to be processed in a timely manner. 

When do we start? Right now! Work safe following all of the safety 
rules, work smart, and help your union brothers and sisters. Finally, 
if you have a problem with a union brother or sister, come to your 
union.

Doing these things will show SWA that they have a fight on their 
hands. UNITY strengthens our UNION and DIVISION weakens our 
UNION. Together we stand, divided we fall.     

FIGHT THE FIGHT SISTERS AND BROTHERS!



and run consecutively with the leave. Medical leaves of absences 
that are taken without the benefit of FMLA must be at least 14 
calendar days in length and must be substantiated by the treating 
physician.
  
Military leaves of absences are granted once the company is 
notified that a member of the armed forces has received orders 
to deploy or report for service. Members of the armed forces and 
close family members of those serving have federal protections 
granted by FMLA and the Uniformed Services Employment and 
Reemployment Rights Act of 1994 (USERRA). 

Agents who are injured while performing their job duties are 
protected by workers compensation laws. Those laws may differ 
from state to state, and Article 13 of the Collective Bargaining 
Agreement. The agent must report any incident or accident, and 
must be seen by a company-designated doctor in most cases. The 
injured agent must follow through with the treatment regimen 
prescribed by the authorized doctor. This is the only type of leave 
in which the company has the right to be notified of your progress 
and details of your illness. The insurance company and state 
agencies have forms for this purpose.  Be aware that there are no 
privacy rights protecting this information.

In all medically necessary leaves of absences, the agent has the 
right to return to work if they are “fit for duty.”  The TWU Local 
555 Collective Bargaining Agreement allows 36 months to return 
from a leave of absence. Medical certification must be presented 
and updated with the company, and if the leave is not protected by 
FMLA, then the company will check in with the agent from time 
to time for status updates.

If you have specific questions regarding leaves of absences, please 
contact me.
Amye L. T. Hollins
Leave Specialist
a.thompson@twu555.org

What can we do?
We can’t force the company into a contract under the Railway Labor 
Act. What you CAN do is voice your displeasure. Talk to your 
station managers. Send emails to the higher-ups. Ask them what 
is taking so long. Ask them “why aren’t you guys cooperating?” 
Why has the mood soured towards us the last several years? Most 
importantly, why do you guys keep beating a dead horse? We’re 
never going to accept the current company proposals. Why would 
we? You’ve heard the company say they need “flexibility.” Well, 
we’ve been working under the current contract the last four years, 
yet we keep making profits. The same holds true for the CBAs 
before the current one. So that “flexibility” argument is garbage. I 
heard Mark Waters say it best, “They simply took everything they 
learned that AirTran was doing and have been trying to apply that 

to us, which will not work.” There was no union at AirTran. There 
were no BPC’s. AirTran management lived on the fly and made 
up rules as they went along. None of that garbage would work 
over here, so management needs to stop trying to make it work 
here.  Management needs to get to the table and do their job.

In closing, I want to wish everybody the best with the upcoming 
holidays. Bundle up, watch out and take care of each other.

     Mike Martinez

but only if he would agree to come back with a final letter of 
warning and a 10 day suspension. He was advised not to take the 
offer and allow his union to take the case to arbitration. One of the 
down sides for the member is that even though we have very good 
language concerning time frames, six months from the time he 
was terminated was the earliest we could have received a decision 
from an arbitrator.  The company took advantage of the fact that 
this member could not afford to be out of work for six months 
without any money coming in, and the member was forced to take 
the deal. This member was a true-blue company supporter and a 
14 year employee who was very devoted to the company. He had 
an unfortunate experience and really saw what his company has 
become. This has become an all too familiar situation. 

While we are on the topic of loyalty and devotion, I recently read 
an article written by the man who is the chairman, president and 
CEO of a very successful company. This person stated that his 
company follows the Golden Rule-treating others as you wish 
to be treated. These are good words to live by, but it is one thing 
to say the words; it is another to actually live by them. By the 
way, Gary Kelly wrote the article I am referring to and it was 
published in the September 2013 Spirit magazine, the publication 
the company places on all the airplane for the public to read. After 
I read his words, I thought back to another article I read dated 
April 08, 2013 on USATODAY.com.  Just so I am not misquoting, 
the following is an excerpt from the actual article:

Southwest Airlines CEO made $4 million in 2012
Today in the Sky 
Ben Mutzabaugh, USA TODAY 12:27 p.m. EDT April 8, 2013
Southwest Airlines CEO Gary Kelly received about $4 million 
in compensation for 2012, a 15% increase from 2011 that came 
mostly on bigger stock awards.

That’s according to The Associated Press, which writes “the 
airline said in a regulatory filing on Friday that Kelly, who also 
is the company’s chairman, was paid a salary of $675,000 and a 
$961,000 bonus last year, both 4% increases from 2011.”
After reading the above article, and considering Gary Kelly’s 
words about the Golden Rule, I had to wonder, “Hey Gary, where 
is our raise and our contract?”

    Robert Bettinger

Amye Hollins article continued

Kevin Carney article continued

Mike Martinez article continued

Robert Bettinger article continued

might have issued you a letter of warning, now it is a final letter 
of warning and a three-week suspension.

I cannot overemphasize the importance of following the ground 22



Brad Pinchot article continued

Mike Roach article continued
As we head into the holidays, I would like to touch on the two 
holidays when everyone is scheduled off. Thanksgiving Day and 
Christmas Day are overtime days for everyone, regardless of your 
days off. Thanksgiving is on November 28, and the overtime book 
for that day will close on November 14. Christmas is on December 
25, and the overtime book for that day will close on December 
11. It seems like every year our members are upset because the 
company does everything they can to chop all the shifts on those 
days to 4 to 6 hour shifts, and when someone gets an A.M. shift 
and a P.M. shift the company usually schedules them with a gap 
between the shifts. Keep in mind that everyone gets eight hours of 
holiday pay in addition to time and a half for voluntarily working 
up to eight hours and triple time for all time over eight hours. For 
those of you who do not volunteer and are assigned mandatory 
overtime for either day, your rate of pay would be double time for 
the first eight hours, and then triple time.

I would like to wish each and every one of our members a safe 
and happy holiday season and please watch out for one another.

Fraternally
Mike Roach
District 7 Representative
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AirTran also has it’s own unique culture and ways of doing 
things.  Two truths of human psychology are that we are naturally 
resistant to change and that we like to think of ourselves as unique.  
Unfortunately, a part of AirTran culture has been working without 
a union.  In that respect we, my union brothers and sisters, have 
an opportunity to show them a better way, the union way.  This 
would be mutually beneficial for both parties.  It is not a zero sum 
game.

ops manual down to the most trivial and trite instruction. This 
company will terminate your employment without hesitation. 
Sycophants who have never performed your job, who have no 
firsthand knowledge of the work you do, who can’t know that 
you are being ordered to perform the impossible, will decide the 
discipline in some cases.  Some of you are natural risk takers 
diving recklessly into one adventure after another.  Where your 
job is concerned, it is better and safer to go with those who prefer 
to follow the rules.

This is what is happening every day. If you have not yet experienced 
it, you will. Your protection is to follow the rules. If the ground 
ops manual suggests a second guide man, call a supervisor to get 
one. If the manual says you do a F.O.D. walk before you bring a 
plane into your gate and before you push a plane off your gate, 
do it even if you just did one and a plane will have to hold until 
you are done. Don’t be disciplined because you tried to solve an 
unsolvable problem created by the company. 

And as always,
Noli sinere te ab improbis opprimi.
Kevin Carney

As a result of all the bankruptcies and forced concessions in the 
industry, as well as our own success at wining progressively 
better contracts, we find ourselves now alone on the front lines.  
After all, we have the “industry leading contract,” the standard 
that other workers in the industry struggle to win.  But as an old 
Japanese proverb says, “The nail that sticks out gets hammered 
down.”  We will need everyone pulling together for this one.  No 
one has the luxury of sitting on the sidelines.  It will not be like 
previous contract battles.

So I encourage you to walk across the ramp or across your break 
room and begin forming strong bonds with your new union 
brothers and sisters because we are all in for a big fight this time.  
Still not convinced?  Ask yourself this, is it more important for 
you to have a strong union that is capable of defending good 
wages and benefits that you bring home to your family every day 
or would you rather just continue feeling “exceptional”?

     Brad Pinchot
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