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Negotiations...
As most of you have read in our latest Negotiations Update, the federal mediator 
decided not to schedule any additional meetings because the union and the 
company have made no progress in recent mediation sessions.

What‘s next? I will be in direct contact with the mediator to help him 
understand what it’s going to take to make progress, and to once again make 
it clear that we will not negotiate against ourselves. For the next couple of 
weeks, our Negotiating Committee will be working on information requests 
and preparing proposals to present once we return to the table. After they have 
completed these duties, our negotiating team will go back online in their home 
stations or to their previous assignments.

With over twenty years of experience negotiating contracts, I have never seen what I believed to have been bad faith 
bargaining until now. For example, we presented a legitimate plan to address the company’s staffing issues for stations with 
seasonal flight increases (which was identified by the company as a top issue from day one!); the company then used that 
format to craft a proposal to use 40 percent part-time agents in every station, regardless of any seasonal flight activity. Was 
an increase in seasonal flights ever really the issue, or is it simply saving millions of future dollars by not having to pay 
family health care coverage? Their claims are disingenuous, which is bad faith bargaining.

As you can see from this newsletter’s cover page, the five largest unions are bargaining with Southwest right now. We will 
continue working together to present a united front on several common interests. This process has been ongoing and will 
help our common goals of maintaining quality of life items such as medical insurance coverage upon retirement, sick bank 
usage, family medical health care, and many others. The lack of progress is not unique to TWU Local 555; the other unions 
are encountering the same type of concessionary proposals and attacks on their members’ quality of life.

“Lead with LUV” by Ken Blanchard and Colleen Barrett includes a chapter entitled “Making Unions Your Business 
Partners”, in which Colleen explains Southwest’s philosophy about working with unions as follows:

           

Sadly, the days of unions being considered business partners seems to be gone. Instead of sitting on the same side of the 
table as Herb and Colleen recommended, labor is not even included at the table.
In closing, we are not the first group that SWA has tried, unsuccessfully, to wear down by drawing out the negotiation 
process. By sticking together as the most hardworking and productive work group, we will get the contract we deserve. Stay 
united!
           Fraternally,
           Charles Cerf
           TWU Local 555 President
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     That’s the genius of Herb. When the first group of Employees had an opportunity to 
vote on whether they wanted to be part of a union, Herb told them, “I think unions are 
great, as long as we still sit on the same side of the table. I don’t want, and I don’t think 
you would want, a union whose leaders want to sit on the other side of the table.” So 
our union folks participate in everything we do; their Leaders are involved in all major 
decision making. As business partners, we are on the same side of the table.



Recklessness in Our Airline’s Leadership
I have had the pleasure of attending some of the unity events in the stations (except 
when scheduling conflicts, usually system boards and arbitrations, interfere). I have 
come away with a sense of pride in the job that our members continue to do at 
the stations. I have seen the true picture of productivity and dedication in action. I 
have been impressed with the accomplishments and results that have enabled SWA 
to profit and benefit by the efforts that we have displayed. I have seen our ramp, 
operations, cargo, and provisioning agents continue to show professionalism, 
determination, and strength even after two years of meaningless negotiations.
The company has displayed not only an intent to maximize profits, sometimes 
at the expense of our agents’ health and quality of life, but I believe that the true 
intent of SWA’s negotiating team is to break the spirit and strength of this union. 
These are the same union busting tactics that Lorenzo employed at Continental. One huge difference is that Continental filed 
bankruptcy and did not make over $400 million last year. That is how much money SWA reported as profits in spite of all the 
expenditures (new airports or international terminals), the purchase of another airline and costs of integration, mistakes (e.g. 
Air Tran’s 717s being repainted), and expansion of our fleet. I applaud your unity and dedication one to another. Hold the 
line, stay informed and united, and together we are a force to be reckoned with.
The MDW 11
This will be the last I write about the “MDW 11”. These are the agents that were fired for “insubordination” for refusing to 
go to a company doctor when they called in sick. We held 11 system boards, which all deadlocked. All 11 of the cases, after 
weighing the individual merits of each, were voted forward to arbitration. SWA reinstated seven of the agents prior to the 
first arbitration. I commend them for doing the right thing, but they should not have been fired in the first place. They just 
attempted to cut their losses. There were three arbitrations scheduled over the discipline that was issued and one over the 
misapplication of the contractual language in Article 17.I.
The first arbitration was over the discipline of termination and the question for the arbitrator was whether the agent was 
disciplined for just cause or if the punishment fit the alleged offense. Arbitrator Vernon heard the first case and ruled in favor 
of the union and the agent. The company tried to use Article 17.I in an improper manner. SWA added additional restrictions 
or requirements on the agents, ones that should have been negotiated and not arbitrarily implemented. SWA thought 
and made the arguments that they believed “employees were using sick leave for purposes other than its purpose (income 
protection when illness or injury prevents reporting for duty).” SWA was unable to prove these allegations and the arbitrator 
brought the agent back. In his decision he stated, “In summary, just cause did not exist for the Grievant’s termination. He 
is entitled to reinstatement and lost earnings.” The arbitrator brought the agent back with full back pay. The arbitrator did 
caution all agents by stating, “...that abuse of sick leave doesn’t necessarily require a physical exam but can be demonstrated 
circumstantially if that evidence is convincing.”
The second arbitration was over the contractual application of Article 17.I. The language states, “The Company may, at its 
expense, require an Employee to submit to a physical examination at any time by a doctor of the Company’s choosing.” 
This is known as the fitness for duty provision of the CBA. The intent and application over the years has been to verify the 
fitness and safety of the agent while at work. The company, incredulously, tried to twist and apply the language and tie it to 
Article 23, the attendance control program, in order to verify an agent’s illness. The company tried to negotiate the language 
necessary to allow this in 2001 and the membership resoundingly rejected the tentative agreement. The onerous language was 
removed from the final agreement that was approved and ratified by the membership. SWA tried to arbitrarily enact the rejected 
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Restricted Duty is Available, but Be Careful What You Ask For and When!
It is imperative that you know that the company must act on information they 
receive about an agent’s inability to perform the “essential functions of the job” 
because of injury or illness. It is imperative that you know that the company will 
respond to a notification that some seemingly small part of your job causes you 
illness, injury, or is a perceived threat to your overall physical or mental health. 
It is imperative that you know that the company will request, ask, even urge you 
to have your physician give you a written statement to certify the details of the 
issue. It is imperative that you know that submitting such a note can, in some 
instances, disqualify you from working and result in what many would perceive 
to be a forced medical leave.
The examples that I have personally counseled agents through over the last few 
years involved a number of different issues.

 Inability to wear Southwest Airlines issued trousers because of an allergic reaction.
 Inability to stand for long periods of time and needing the use of a stool at a gate reader.
 Inability to work in the bin of an aircraft because of knee pain.
 Inability to work around a machine because it has caused bodily harm in the past.
 Inability to work around glycol because of a previous reaction to glycol.
 Inability to work in the bucket of a de-icing truck because of fear of heights.
 Inability to work because you found out you are four weeks pregnant.

Each case is handled on an individual basis. It depends greatly upon the details of the request and the needs of the disabled 
agent and the ability of the company to reasonably accommodate an agent. Some of the above cases resulted from, or resulted 
in, OJI cases, FMLA cases, or no case at all, wherein the agents realized that their reported inability to do a particular portion 
of their jobs would result in a stack of medical documentation and an Americans with Disabilities Act request.
I hope that agents or reps would call the union office to inquire about these cases before any paperwork or doctor’s notes are 
submitted. In cases where the agent submits a doctor’s statement stating he or she is not fit for duty, when they in fact are, 
they must go back and forth with the doctor and the company to provide written confirmation that they are indeed fit for 
duty. If no doctor’s note has been supplied then the issue is a bit easier to fix, though you may receive phone calls about the 
notification from the FMLA and ADA administration for Southwest Airlines, who are located in Dallas. They will guide 
you through the request for FMLA or ADA. They may or may not explain to your understanding the ramifications of such 
a request, but they must ensure that the offer is made and followed through with if they have knowledge of the need. Before 
you get into this process you really need to have a thorough understanding of what you are asking for. Please call the union 
office as soon as you think you may have a need.

The company has the responsibility to listen and act when necessary and offer appropriate paperwork. Protection of pregnant 
workers and Americans with Disabilities Act compliance are huge priorities for the company. Proper requested paperwork 
provides workers with the opportunity to request through their treating physician some type of help or alteration of the job in 
the form of a reasonable accommodation when they can do all the essential functions of a job. There is a very narrow margin 
to qualify for this reasonable accommodation. Usually, the request is written in such a manner that it is too restrictive and 
ends up removing the agent from duty or it’s written too leniently as to show that assistance is not really needed. 
In the case of pregnant agents, the company will place you on restricted duty per the contract, Article 12, Section E, for 8 
weeks and then send you home to sit until the baby is here and you have recovered from giving birth. If you just found out 

continued on next page
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that you are pregnant and are having bouts of morning 
sickness, do not immediately turn in a note saying you have 
a two pound restriction and can no longer do the job, unless 
that is indeed the case. There are examples of ladies who have 
worked in these work groups well into the third trimester 
safely and with doctor’s advice. 
The ADA, on the other hand, is a different request. It is 
not “restricted duty”, it is not “light-duty”, and it is not 
“transitional duty”. The ADA is not what you request when 
you are sick or incapacitated in some way; that would be 
FMLA. The ADA is not what you request when you have 
been injured on the job and need to seek treatment or have 
had a bad experience with a particular portion of your job 
or a particular piece of equipment. It is a formal federally-
protected benefit for a very special segment of the population 
who, without ADA protection, may not be treated fairly and 
may not be able to work.
The Thompson Publishing Group provides guidance to 
employers about compliance and they write that the ADA’s 
employment provisions seek to ensure that people with 
disabilities can compete in the workplace on a level playing 
field with others. It prohibits employers from treating 
employees with disabilities differently from other employees, 
and it requires employers to make some alterations 
“accommodations” to the working conditions of disabled 
employees. Employers do not have to lower their expectations 
or productivity requirements for these employees; all they 
have to do is make some adjustments to allow employees to 
meet the standards.
Before you go into the sups office and complain about some 
of the functions of your job that you may consider less 
desirable, or that you feel you are now too delicate to do, 
remember you do have certain seniority-driven written and 
unwritten options that are not as permanent as a doctors 
statement, but you also don’t have to worry the note will be 
written incorrectly and you end up out of a job for some 
period of time.
If you have specific questions regarding your rights to 
Restricted Duty and the Americans with Disabilities Act, 
please contact me.

The New Labor Relations
Recently there was a job posting on SWALife for a position 
in labor and employee relations. The position was for director 
of labor economic and analytics. Below are a few duties listed 
in the lengthy job description.
• Leads and owns execution of analyses related to own area, 
as well as thought leadership to support business and strategic 
decisions. Directs Teams that provide analysis, expertise, 
and decision support to internal and external partners and 
functions.
• Counterpart to external financial experts and economists. 
Ability to “see the big picture” and impacts to other areas. Be 
able to prove/disprove economic theories coming from other 
areas.
• Ability to influence other organizational areas to alleviate 
roadblocks with CBA contract negotiations.
I’m not clear on exactly what this person will do, but I get 
the idea that it’s another bean counter. (Great! That’s just 
what we need.) I don’t get the impression that alleviating 
“roadblocks with CBA contract negotiations” means working 
harmoniously with labor to find common ground and 
reach an agreement that is good for both employees and 
company. The position reports to Paul Brandt. According 
to information on SWALife, Mr. Brandt is a four-year 
Southwest employee who is the senior director of labor 
relations strategy and was promoted to this position after 
serving as the director of change leadership (strategic 
planning & implementation).
The new labor and employee relations department is lead by 
Randy Babbitt, senior vice president. Mr. Babbitt came to 
Southwest Airlines seven months ago from the FAA after a 
long career with other airlines in both management and labor 
positions.
So, if you’re wondering how the heck we’ve reached this point 
in our labor relations at Southwest, perhaps this information 
will shed some light. Hopefully, someone can convince all 
these new folks that it’s the employees of Southwest Airlines 
that’s led to our success. Maybe someone will clue them in 
that the key to our success is our founder’s “Lead with LUV” 
philosophy and doing things differently than other airlines. 
Our founding principles can’t be explained on a spreadsheet.
Or, we can copy the other airlines, take counsel from 
impressive outside business consultants, and be just like the 
other carriers. Right now, there are many employees who still 
love Southwest and truly care about our customers, but keep 
it up, and this will be a sentiment that long-term employees 
explain to new employees as “back in the day…we cared.”
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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.

Trends/Concerns: 
SWA has shown an increase in the number of agents that are being sent for a “fitness for duty” examination. If it is for a 
personal medical issue or concern (non OJI) they are usually exercising their rights under the CBA, Article 17.I, on page 35. 
There are two other areas of the CBA that allows SWA to send an agent to the doctor, one under Article 12 (involving leaves 
of absence) and the other under Article 13, Section Two (OJI).When questioned about their decision management usually 
responds by saying that “some of their fellow agents have expressed concerns.” The company has been known to take an 
innocent remark such as “he looks out of it today” and morph it into a major issue that results in the agent being sent for 
an examination. I hope that if we observe or feel that there is a problem that we would approach the agent to discuss the 
concerns, prior to saying something in front of a supervisor. If the company decides to send an agent for a fitness for duty 
examination they are supposed to contact this office (Amye or Jerry) so that we can give the agent a heads up and explain the 
process. Employee Resources has committed to copy the union in on all correspondence with the doctor that will be conducting 
the exam. They are usually sent PAQs (job description) and a matrix (which we do not agree with due to not having input on 
the creation, as well as the matrix being unrealistic and outdated), along with a letter confirming the appointment and seeking 
their opinion regarding the agent’s return to work status. The agent is then normally taken off work (paid at his regular rate on 
SWA’s dime)until he can get a report back from the doctor stating that he is fit for duty. If the agent is found not to be fit for 
duty, the absence will then be changed to sick leave at that time and involves a whole different challenge process. The company 
has erroneously been asking for the agent to sign a waiver releasing his “personal or private” medical information. They are 
essentially asking the agent to waive their HIPPA rights, a federal law protecting that information as private and confidential. 
If it is not an OJI related issue the company is not entitled to review your records. For this reason the union tries to encourage 
SWA to utilize the agent’s own doctor for this fitness for duty. There are many reasons: 1) They are familiar with the medical 
history and the agent. 2) They are quicker to see the agent, thereby reducing the time prior to the exam. 3) SWA is getting a 
medical opinion that the agent is able to perform the essential job functions. 4) The agent is more comfortable with a doctor 
that he already has a professional relationship with. 5) Their personal physician is not as expensive as a specialist, generally. If 
you are asked to go to a fitness for duty, contact this union office immediately. If you have any questions don’t hesitate to call 
and discuss them with your own district representative, Amye Hollins (Leave Specialist), or Jerry McCrummen (Vice President). 
Be safe and protect yourselves and each other.

Grievance Tip: If you are going to training, and are not in your first 30 days worked, keep in mind that all hours outside 
of your “normally” scheduled hours are paid at the applicable OT rate. The two added together must equal eight hours. 
If you are required to work on both your days off, the first day is double time and the second is double time and a half. 
If you are required to travel on a day off you are paid 30 minutes prior to scheduled departure and 30 minutes after 
arrival, or a minimum of 4 hours, whichever is greater.

Grievance Trends
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Grievance Trends I would like to first off thank TWU 555 for allowing me to contribute my views regarding 
our current contract negotiations with SWA. I also want to thank all the members for 
staying strong  and united in the ongoing battle to achieve a fair and equitable contract.

I find it difficult to perceive the term “contract negotiations” as an accurate description of what 
has been taking place. I have seen no evidence of “negotiations” from Southwest Airlines at 
all, but rather an all-out assault against the rank and file of TWU 555. At first I was outraged 
at the company for trying to throw down their absenteeism card and trying to use our current 
negotiations as a vehicle to sensationalize their issue with the perception of an absentee 
problem. However, I will grudgingly give them credit for the subterfuge used in presenting their 
rallying cries about absenteeism and making it seem as though our work group was the target. 
Actually, our work group (ramp, operations, provisioning, and freight) is not the faction using 
the most sick days; however, I have to applaud their effort to divide and conquer, a mentality I 

have seen often in my 19 years.
The main issue, as I see it, can be defined by two words—corporate greed. More and more, we are beginning to resemble 
many American companies like Goldman-Sachs, Wal-Mart, and so many other giants who just can’t seem to get enough 
money, especially with executive bonuses. Really, how much is enough?
Our work group has been without a raise for over three years, and let us not forget the two free years the company got 
for somehow dangling stock options in front of the 555 rank and file, who had just enough people to vote for it. Of 
course the rest is history since those stock options were worthless. I never voted for them because Southwest stocks are 
so watered down they can’t even get $20 a share, but I digress. We voted for them, and SWA got two free years out of us. 
We got nothing.
We have just passed the two year mark in this current contract debacle and as of yet have not been offered a thing. 
We have not even had a proposal to vote on because the company thinks contract negotiations are not about giving or 
rewarding, or even both giving and taking, but about taking back and attacking the very group that (with all due respect 
to other departments) is the backbone of this company. Yes, I have heard how management thinks rampers in general are 
not intelligent and that anyone can throw bags. Is that all we do? Hmmm…it makes me wonder how this little station 
I work at can’t even hire rampers to stay and work. Out of all the people hired here in the last year, probably 50 percent 
have either quit or been fired. It must not be that easy, or somebody has really poor interviewing skills.
Here is a quick FYI for Southwest—in my 19 years and in several different stations I have worked with some very 
intelligent people—people with college degrees, people like myself who were in law enforcement, people who have the 
brains to help this company continue to be profitable while working with archaic equipment in sub-freezing winters and 
in the flesh searing summer heat and humidity, pushing $40 million aircraft in and out of gates and parking terminators 
out in ungodly areas of the tarmac, making sure every plane is loaded correctly and safely, while doing all the things 
necessary to ensure our passengers are taken care of, all while being too keenly aware that one stinking mistake will cost 
them their jobs. Seems to me there is a lot more to the job than throwing bags.
So where does all this leave us? Well, if you pour all the Kool-Aid down the drain and see what is right in front of your 
face you will see a company with an agenda. You will see a company that not only devalues the work and productivity 
of its own frontline employees, but by their own hands have served to alienate and make enemies of their most valued 
commodities by this pathetic farce of a contract negotiations. In plain English, the recent actions (and inactions) of our 
SWA leadership clearly show us that they could not care less about us, have no desire to reward us in any way, shape 
or form, while continuing to badger us with absurd draconian and insipid “absentee management” programs. Really? I 
guess good old SWA doesn’t realize that this is not some weakling union they are swinging at, and that all they have really 
served to accomplish is to wash away the harmonious enjoyment of coming to work and thinking we are not only part of 
something bigger , but that we really do care about the people we serve. Herb cared, Colleen cared. Ah, but they are gone 
now, and the very foundations and principles that they built into the character of the company are all but extinguished. 
The trust, loyalty, fun and reciprocal respect have been replaced by greedy bean counting where all that are important are 
numbers on a spreadsheet. continued on page 22

Just a Tad Insulted 
Frank Pickens OMA Ramp
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“I don’t need a union. I’m a good employee, and I never 
get in trouble.” When I hear people say that I just want to 
scream! There are a lot more benefits to belonging to a union 
than getting you out of trouble. Let’s start with the obvious.
First, would be our pay scale. Do you really think we would 
be making the money we are making now without the 
benefit of being a union member? If you answered yes to 
the question, here are some interesting facts. Since our work 
group became a member of the TWU family we have always 
received a higher pay scale than what Southwest originally 
offered us, so the answer to the question is no, we would not 
be making what we are today without the negotiating power 
of a union.
Since we are on the topic of money, how about us getting 
paid double time when we get mandatoried. Do you really 
think the company would pay us double time if it wasn’t 
negotiated into our contract? And further, since we are on the 
topic of double time, do you think we would get paid double 
time for working overtime on our second day off, or for all 
hours worked after 12 hours in a day when on overtime after 
working 8 hours of straight time? Oh, and I almost forgot, 
we also get paid double time for all hours of overtime worked 
after working 8 hours of overtime on our first day off. 
And here’s one that most members do not realize, if we get 
mandatoried on both of our days off (which can only happen 
in the event of an emergency) we get paid double time and 
a half. Any kind of double time pay we receive has been 
negotiated into our contract by our union.
Here are a few more benefits we receive that have been 
negotiated into our collective bargaining agreement (that 
Southwest is stubbornly trying eliminate). Our sick time 
and our retirement health insurance benefits. Right now we 
accrue eight hours of sick time every month with a maximum 
of 2,400 hours that can be banked and be traded in for health 
insurance when we retire at 55 or 60 to cover the gap before 
Medicare starts. If we were not unionized, we would accrue 
only four hours of sick time every month with a maximum of 
80 hours that can be banked and not have the ability to trade 
in any of our unused sick time for health insurance when we 
retire.

Another thing to keep in mind with the proposed 80 hour 
cap—if for some reason you are unable to work because 
of any medical reason, other than an on the job injury, for 
more than two weeks you would have to apply for short 
term disability, which only pays you 2/3 of your pay. And if 
that doesn’t sound like a major pain in the ass, your health 
benefits will also stop much sooner because you’re not 
receiving a paycheck from Southwest anymore because you 
will be on short term disability. Oh yeah, I forgot to mention 
that your 401k contributions will also cease, as well as any 
other deductions you have taken out of your paycheck. I 
don’t know about you but I can’t afford to give those benefits 
up.
You could also kiss goodbye salary continuation. If you 
have an on the job injury right now you have the comfort 
of receiving full pay for twelve calendar weeks of your OJI 
because our collective bargaining agreement currently states, 
“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.” Also keep in mind you continue to receive your 
401k and any other monetary benefits you receive as an 
active employee. I for one can tell you, unfortunately from 
experience (two shoulder surgeries), that I can’t afford to lose 
these benefits.
So if you think being unionized is not going to affect your 
life while working at Southwest think again, because if we 
were not unionized we would not have any of the benefits 
I mentioned above. How do I know that, you ask? Well, all 
the benefits I mentioned in the paragraphs above (and the 
idea that we probably should not have them any longer) are 
proposals Southwest has brought to the negotiating table, 
and our negotiating committee told them that in no way will 
we accept these ridiculous concessionary proposals! And if 
we were not unionized Southwest would not have proposed 
those ridiculous rules…they would have just implemented 
them, because we wouldn’t have had any legal power to stop 
them. Stay united!

Why Union?— Greg Puriski
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On May 1st 2013 SWA mandated that “ground equipment 
operators and riders must wear seat belts when the equipment 
is in use”. SWA told us, “For the Safety of our Employees, 
Southwest is taking the proactive measure of installing 
seatbelts on all Company-owned ground equipment that does 
not already have seatbelts”. What SWA failed 
to mention is that they did not make these 
changes out of the kindness of their hearts.
Last year OSHA reached a settlement with 
Delta Airlines following a workplace fatality 
in which an employee operating a baggage 
tug—without wearing a seat belt—was 
ejected from the vehicle and died. OSHA 
cited Delta for violating 29 CFR (Code 
of Federal Regulations) 1910.132, which 
requires employers to provide employees 
with personal protective equipment, including, in this case, 
seat belts.
It was as a direct result of this fine that OSHA sent a hazard 
alert letter to airlines across the nation reminding them that 
they are obligated to comply with applicable seat belt use 
requirements. According to Aviation Human Factors Industry 

News, Atlanta-based Delta said in a memo to employees that 
many of its vehicles do not have seat belts, and that it averages 
14 ejections per year, with half resulting in “serious employee 
injury.”
In 2010, two Delta employees died in different incidents after 

being ejected from baggage tugs. Do we ever see 
memos from SWA telling us about injuries, other 
than memos telling us how much the injuries 
we suffer working cost the company? The fact 
that SWA is mandating seatbelts after OSHA 
has asked them to voluntarily comply speaks 
volumes as how much they value our lives. To be 
factual, OSHA will be mandating seat belt use in 
the near future, but right now the rule is not a 
mandate from OSHA. With that said, seat belts 
use is now a required Southwest Safety Policy 

Rule and we must comply.
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.

Safety  &  Health 
Committee • Report

To t a l  5 5 5  m e m b e r s  o n  O J I  a s  o f  6 - 5 - 1 3 :  4 4 0



   Young Workers Unite
The AFL-CIO reports that today’s young workers are part of the largest generation 
to enter the workforce since the baby boomers. Thirty-three percent of TWU Local 
555 members are 35 years old or younger. These workers represent the future of our 
union and our airline.

Educating young workers and involving them 
in their union are goals for the new TWU 

International Young Workers Committee. Greg Gamboni, TPA Ramp Station Rep, 
was recently named as a member-at-large for the Young Workers Committee, and 
he has hit the ground running.

Greg, along with DCA TWU 555 Station Rep Tomara Bowleg and TWU 
International staff member and 555 member Angela Kasse, joined more than 200 
young TWU workers for a rally in New York City on May 1st. The young workers 
marched on two union-busting law firms, the New York City Transit Authority (in 
support of Local 100 members), and the Southwest Airlines Porch at Bryant Park 
(to protest Southwest’s proposal to outsource our members’ work).

“It’s important for young workers to get involved 
early and become educated about unions and 
what they stand for,” explained Greg. “There are 
misconceptions out there that people don’t need 
unions, but without a union you could be fired 
because your employer doesn’t like the shoes you wear. Educating young workers 
is important.” The TWU Young Workers Committee met recently with the TWU 
International Executive Council to discuss future efforts, and the committee did 
some training with recently organized casino dealers in LAS who are new TWU 
members.

Greg has worked as a ramp agent for seven years. He began his career in ISP and 
then transferred to FLL, before ending up in his current station of TPA. Before being 
elected as the ramp representative in TPA, Greg served as a TWU safety representative 
and as an alternate station representative. Most recently, Greg was asked to serve as 
the alternate district two representative.

Greg and his fiancé, Danielle, are planning a September wedding after dating for more than nine years. They moved to 
TPA for Danielle to finish college and their families are looking forward to a big wedding.
Thanks to all the young workers, like Greg, who are getting involved and learning about union values. 

You’re our future!

Greg Gamboni
TPA Ramp
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TWU Local 555 Members marching 
at the May Day Rally for Young 
Workers in NYC. May 1, 2013

Members pictured – Tomara Bowleg, Greg Gamboni, Angela Kasse

Scan the QR code for the video of the May Day 
march at  Southwest Airlines Porch at Bryant Park
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Censorship, bad customer service, not taking care of their employees…

Will the Real Southwest Airlines 
Please Stand Up?
Why all the censorship? Many agents 
have contacted me regarding being 
censored from SWALife. We’re not 
talking about a onetime deal, either. 
How many times have your responses to 
an article on SWALife not been posted? 
How many of you have had your 
responses sit for an extraordinarily long 
time before being posted? You’re not 

alone. I and many others have experienced the same thing. Our comments are not 
being posted or are taking an unusually long time.
Obviously, our comments are being scrutinized to see if they reflect poorly on our 
company, or not, and then being posted numerous days later or just being trashed 
altogether. One example was the article in which they were ranting and raving 
about profits and so on, and at the bottom of the first two stories displayed was 
the announcement of our brothers and sisters in PHL, ELP and SLC provo having 
their department closed. Also with that was the announcement of our fellow 
brothers and sisters at AirTran being given the option of having a job, or not, by 
either picking up themselves and their families’ lives and relocating or taking a 
severance package. Not the LUV airline our AirTran employees thought they were 
coming into, now was it?
Since my comment wasn’t posted on SWALife, I have the benefit of putting in my two cents here. And I also encourage 
anyone that wants a really important post they want shown to email it to me. I will see if I can give you this forum to post 
your comment, or I’ll see if I can paraphrase it to fit into my column. Since SWALife will obviously censor you, I’ll try to give 
you a much bigger forum that reaches a lot more than what SWALife can.

My comment had to do with my disbelief that everyone was 
congratulating the company and completely ignoring what 
was going on at our three provo cities and AirTran. I also 
made it a point that the company wasn’t offering anything 
to our provo agents. This is something they had to do. It’s 
contractual, period. I know what they really wanted was to 
close those provo cities down and just get rid of those agents, 
but they could not contractually do that. Therefore, they were 
not offering anything they had to because of the CBA. My 
comment most likely irked the crap out of them so it was 
trashed. So let’s get that BS notion right out of the way that 
“out of the kindness of their hearts, they offered this.” SWA 
hasn’t had a heart since Herb and Colleen left. We haven’t 
been a customer service company that happens to be in the 

Both Photos: Dedicated ISP members informational picket ing.
continued on page 23
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Staying United
I would like to begin by saying thank you to everyone who voted for me and 
electing me as their district 2 rep. For those of you who chose to vote differently, I 
am confident that I will earn not only your respect but your confidence as well. I 
look forward to working with all of you.

I want to start by addressing what is not only on my mind but what is on the 
minds of all the other members of our local. As you all know, by the way contract 
negotiations have been going the company is in no rush to come to an agreement. 
Their show of disrespect and “I don’t care” attitude should be getting your 
attention, as well as the attention of all of the members. We as the union need 
to realize it’s up to all of us to get a fair agreement that will improve the overall 
quality of life, but also keep Southwest the most profitable airline in the industry. This is not the time to start blaming and 
pointing the finger at each other over why we don’t have an agreement. That is exactly what the company wants. They want to 
divide the membership, and in doing so they will make our voice as a whole weaker.

The members who know me can see me saying this in my “loud” or “angry” voice. The reason I bring this to everyone’s 
attention is because I am beginning to hear a little talk about what we the union are doing wrong in the negotiations. 
Although I don’t sit in these contract negotiations sessions, I can definitely say that our negotiation team is doing their best 
to reach an agreement. It is the company that continues to stall. I want to make sure that is clear. Trust the fact that our 
negotiators are just as frustrated as anyone else, but they continue to look for new ways to reach an agreement that is fair and 
beneficial to all of our members.

Brothers and sisters, everyone needs to realize this is not the old Southwest that most of us are used to. With that being said, 
we as the union need to adapt to these changes. It has become a trend of the company to discipline our members excessively, 
and a lot of times they don’t even do a proper investigation into each matter. I hear from station reps how it is so messed up at 
their stations. “Why are they picking on every little thing?” is a common question. Brothers and sisters, sadly enough this has 
become the norm in most stations.

Pretend I am communicating to you right now in a loud tone and take my advice…“Don’t give the company ammo that they 
can use against you.” Meaning, pay attention to the little things. Make sure you are wearing your vest or be sure you have 
done your walk-arounds. Those are just a couple of examples, but they are things that are in our control. Believe me, as stupid 
as that all sounds, our members failing to do things like these are what the company uses against us and paints a picture of us 
being the worst employees. Just like in negotiations the company has taken the attitude of dragging everything out as long as 
possible. For example, the grievances that are being filed, from discipline to overtime bypasses and many others…they are in 
no hurry to settle on these. I will continue to do my best to speed up the process.

I would like to acknowledge those stations in my district that I have not visited yet. I have not forgotten about you. I will 
begin to be more visible in the coming months. Since I have taken over, the job has mainly consisted of training and working 
on grievances that were handed over to me, as well as working on the new grievances that have been coming in.
In closing, I wish all the members of our local a great summer. Stay safe and protect each other. There are only a few months 
until college football season. Go Irish!
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Our Strength is Still in Our Numbers
Let me start by saying thank you to all of the members that participated in the 
last election. It is one of the most important steps our system because with it you 
choose who will be your voice when dealing with management going forward. I 
truly appreciate that you have given me the opportunity to lead you once again, 
and I definitely won’t let you down.

With that said, we can talk about what is going on in our workplace. Currently 
we are seeing a spike in terminations for various reasons ranging from attendance 
to equipment damage to theft of time. It appears that members are receiving a 
much higher level of discipline for mistakes, or alleged mistakes, than ever before. 
Management is attempting to reset the table and act as if our history began just 

two years ago. They would like for all of us to forget about everything that has happened over the past 40 years and focus only 
on when they say our past begins. Well, that is not happening. We know what they have done in the past, and we won’t ever 
forget it. We must now become more diligent than ever before regarding how we work.

It appears that common sense no longer rings true at the end of the day, so we can’t count on the company doing the right 
thing for everyone, just what’s right for them at that moment. They have clearly changed how they are conducting business, 
and if we are going to survive we will need to change how we do business as well. You have heard me and many others say it 
over the past few years, that “going the extra mile” was not only appreciated but expected; now you must concentrate only on 
protecting your ass by doing all things strictly by the book. We should follow every word, letter, and edict of the Ground Ops 
Manual, BPC, and the Contract. It sounds like a lot, but it is the mindset that we all must adopt going forward for our own 
self-preservation.

You may ask, “Why the change in management?” Well, I have a theory. When I was first started with Southwest the cultural 
philosophy of the company was to treat the employees great and, in return, the employees will take care of the company—and 
everyone profits. Now the cultural philosophy is take care of the shareholders and the hell with everyone else. I used to feel 
that I was a shareholder in the company, but the current leadership of this company has worked extremely hard to prove that 
all of us are just numbers and not contributors to its success and profitability. It doesn’t matter that we helped to build this 
company and ensure consistent profitability for over the past 40 years and counting with our dedication and hard work. Now 
they would like for us to leave and allow them to pick the bones of the airline clean.

The company is attempting to define who we are. They are telling the public that we are preventing the success of the 
company, standing in the way of massive potential profits. They are basically saying that we are sucking the life from the 
company and that we are no longer a great asset but its biggest liability. Well, to put it simply, that is definitely not true. In 
fact, they are the ones sucking the life from the company and they know it. We can not and will not stand by idly and allow 
them to threaten our future livelihoods; we must speak loudly and tell them that we will not go quietly into the night. We 
must tell them that we are the reason that this company is great, not them.
           Strength in Numbers, Strength in Unity!
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Air Tran, in Full Color
First of all, as our representational districts changed at the end of May, I lost several 
cities and gained a couple new ones in return. To all our members in JAN, MSY, 
BHM, and CHS…I greatly enjoyed working with your reps and your rank and 
file members. It was an honor to serve you the last three years (or more). And, of 
course, I wanted to say hello to my new cities of IND and ATL. I am excited to be 
able to work with you guys and look forward to some great things happening.

That said, going through ATL has been quite an eye-opener, and I’m now 
beginning to see why Southwest has been so adamant about trying to get us to 
agree to large-scale contracting out of our covered work and drastically increasing 
our allowed minimum number of part-timers. Until I visited ATL, I was right 
there with all the others members across the system: why the hell do they want to give all our work away to third-parties and 
make us all part-time?!?! As with most of you, it made no sense to me. Then I visited ATL and saw how it was done—the Air 
Tran way…

I walked through Air Tran’s t-point and saw mostly uniforms I didn’t even recognize. Come to find out, these weren’t even 
Air Tran employees! They belonged to some Aerotek or something like that. But they were doing everything for Air Tran that 
we would do at our own t-points: pulling checked bags off the carousel, sorting them into different carts. Basically, all the Air 
Tran employ did was take the bags out to the gates. And this was in ATL—Air Tran’s biggest station. Sure, I saw a few Air 
Tran employees down there, too. I guess the few Air Tran guys down there just made sure the contract workers were doing it 
all correctly.

It didn’t end there. As I observed more of Air Tran’s current operation, I found the contract workers servicing the lavs. I went 
to their transfer point and saw almost nothing but contract workers. I guess this is why Air Tran had to sell their company 
and we were the ones to buy them. So that’s how Air Tran has been operating! No wonder SWA has been pushing for more 
contract workers and part timers. (In case you get duped into believing that this is just the ramp we’re talking about, I noticed 
that Air Tran did not have even one ops agent working their hundreds of flights. I didn’t see any Air Tran provisioning trucks, 
either. Evidently, that service is 100 percent contracted out.)

Air Tran has been so successful right? They had to be sold, we had lots of money so we bought them right? Their model was so 
perfect, we had to adopt it for ourselves. Now does that makes sense to anyone? If we go down the same runway Air Tran did, 
who will bail us out by buying SWA?

           Mark Waters
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Thank You
To all of the loyal members of the new district 5 who voted for me, I would like 
to say thank you for re-electing me to my third term. For those who did vote but 
chose to vote for another candidate, I would also like to say thank you. Voting for 
a union representative position, or in any union election, is a very important right 
that we must embrace. The very practice of voting sends a message to the company. 
Simply put, it tells the company how much you, the membership, support your 
union. If you are reading this, then you most likely voted, and I appreciate that. 
The voter turnout for our district this last election was 32 percent. What I would 
like accomplish this term is to raise the percentage. To achieve this goal I seek your 
help. Unfortunately, during my station visits the majority of agents whom I speak 
with tell me they voted. Truth be told, I do not know who voted and who did not, 

but I do know how many people in each station voted. What this shows me and, unfortunately, also shows the company is 
how strong the support is in our district. The company has access to the numbers. The numbers are public knowledge, and 
the company is watching. Please understand, my desire is not to shame members into voting, but rather to encourage the 
membership to use their democratic right and send the company a message that we are all united. If you did not vote please, 
please call me and let us talk. If you did vote, but know people who did not vote, please encourage them to call me. I would 
like to talk with them and try to understand what we, your union, can do to increase our voter numbers.

Negotiations
While we are on the subject of sending messages, the same thing has to be said about the company. The message the company 
has been sending to all of us is they do not appreciate the hard work each and every member does. During this last round of 
negotiations the company has continued to say no to each of our proposals. What the company has said and insisted on is 
their need for concessions. The concessions the company is asking for revolve around quality 
of life issues. These concessions would have a negative impact on our standard of life. For 
example, the company is on a war path to try and make us accept the absence management 
program, eliminate the grandfather clauses, offer no raises, increase part-time workers (that 
would eliminate overtime), and also add seasonal workers, all in stride to eliminate overtime 
hours. These kinds of concessions are not acceptable and also not warranted.

Brother and sisters, I can understand concessions when a company is not doing well, but 
that is not the case for SWA. SWA, undoubtedly the most profitable airline in the history 
of aviation, do not need concessions from us to continue profitability. I could understand 
concessions if SWA was in a financial bind, but they are not. SWA made $400 million in 
profits last yet. They are expected to make $700 million in profits next year. Yes, I wrote 
profits, not losses. What SWA is seeking from you, the membership, is not acceptable.

Let’s look at American Airlines. They have just gone thru bankruptcy, and yet their employees 
received a seven percent raise, and the airline is bankrupt! The irony is just uncanny. It truly 
blows my mind that any chief officer at SWA can tell TWU that the company is in need of 

HOU Ramp Agent Freddie Bragscontinued on page 23
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A New Airline, a New Reality
There is a story about Bob Montgomery, Southwest Airlines Vice President Airport 
Affairs, back when he was a manager of properties making a commitment to the 
city of Austin that cost Southwest Airlines $400,000. He wasn’t fired because at the 
time our company believed that people should be allowed to make mistakes.  I will 
not venture to guess the outcome of such a costly mistake should it be made now.

There was a time at Southwest Airlines when people could and did make mistakes. 
For the most part, you were talked to and that was all. You knew you had done 
something wrong and it didn’t need to be turned into the Nuremberg Trials. That 
is not to say that people were not disciplined or even terminated, but unless the 
mistake was heinous in nature life kept going.
As you are aware, times have changed. No longer is the company forgiving or willing to overlook minor infractions. Letters of 
warning have become a more common greeting from management than a hello. Fact finding meetings, with their preordained 
outcome, are a constant reminder of better times. The company is watching you and judging you from the time you enter the 
parking lot on your way in until you leave the parking lot – and sometimes more than that.

In addition to more and more supervisors and managers, badge swipes and video cameras have now been added to the 
oppressively watchful repertoire bringing the workplace to a near Orwellian state. As if that wasn’t enough, the company is 
also scrutinizing what you do off the job. Facebook posts, Tweets, emails sent on a company computer: anything that the 
company believes provides them with a nexus is fair game to them. And fair game means that they will discipline you.

It is not just that aspect of the company that has changed. The way we do business has also changed. Many people question 
where providing good customer service went. We question why the number of employees in the field, those with direct 
contact with customers and planes, continues to decrease yet there are increases in staffing at the G.O., with the company 
adding more and more office space.

Many who have been with the company for years lament those bygone times. We mourn the passing of the company that 
was. The question most ask is, why? The only answer I can give you is that it’s not Kevin Carney Airlines or Bob Smith 
Airlines. If it were, things would be a bit different. But it’s not. It’s Southwest Airlines, and we are all just employees. We are 
automatons expected to perform our jobs by the book, for if we fail to adhere to the rules discipline quickly follows.
This is nothing that you don’t know. This is not enlightenment for you or that spark of clarity that suddenly makes it all make 
sense. My point is simply this—the Southwest Airlines we knew is no more. This is not to say that it is not a good company 
to work for. It is just that the rules have changed. Employees are not treated the same as they were in the past.
Think of it this way, you’re playing Monopoly and sitting on Free Parking when someone tells you that you can only roll one 
of the dice and you won’t collect any money for passing Go. You have a choice to meekly accept those new rules or you can 
roll both dice. We are embroiled in negotiations with the company who wants to drastically change the rules we work under.

continued on page 22
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There are No Winners Here
Most recently I’ve noticed multiple agent vs. agent grievances being filed. I don’t 
know if it’s the heat that causes us to lose focus or some other reason, but this has 
got to stop! As you are well aware, the company is finding petty reasons to issue 
letters of discipline to anyone. “Fact or Fiction?” You answer that for yourself. Why 
give the company the opportunity to kill two birds with one stone? That’s what’s 
happening when we participate in hostile behavior. Both agents are being issued 
discipline, and both will have a story to tell, but who wins?

Let’s take agent #1: he had a point to make and you better believe he made it! 
What did he get for his efforts? – A letter of discipline. Let’s take agent #2: he has 
no idea what’s about to happen, but once confronted he hastily decides he must 
“man up!” Why? Because who the hell will sit back and take it? “Not me!” What 

does he get for his efforts? – A letter of discipline. We not only lose the battle in cases like these, but the war. Animosity, 
contention, antagonism, brooding begin to emulate and now we’ve created a caustic work environment. Who can honestly 
say they’re fine with that? Oh yeah, kissing and making up will not erase the letters. Did you really think it was that easy? 
Time heals all wounds, and it takes about 12 months for a wound like this to heal (meaning when your discipline letter gets 
pulled). If you’re taking this personally, you probably emulated the storyline above. This isn’t directed to anyone in particular, 
but as a warning to all. We need to think of the repercussions of our actions and those we choose to involve.

In closing, I’d like to thank the Negotiating Committee for the efforts they’ve put in these last two years. I can honestly say 
that I know the sacrifice each of you have made, to protect what we have acquired over years of negotiations, as the company 
continues with their asinine concessionary buffoonery. May we remain true to our principles and values and not lose sight of 
who we are.

                  Power in Unity
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Where We Came From
A hundred years or so ago the American labor movement was little more than a 
group of dreamers, and look at it now. From coast to coast, in factories, stores, 
warehouses, and business establishments of all kinds, industrial democracy is at 
work.
Employees, represented by free and democratic trade unions of their own choosing, 
participate actively in determining their wages, hours, and working conditions. 
Their living standards are the highest in the world. Their job rights are protected 
by collective bargaining agreements. They have fringe benefits that were unheard of 
less that a generation ago.
Our labor unions are not narrow, self-seeking groups. They have wages, shortened 
hours, and provided supplemental benefits. Through collective bargaining and 
grievance procedures, they have brought justice and democracy to the shop floor. 
But their work goes beyond their own jobs, and even beyond our borders.

Our unions have fought for aid to education, for better housing, for development of our national resources and for saving the 
family-sized farms. They have spoken, not for narrow self-interest, but for the public interest and for the people.
As we move into our future with Southwest Airlines it is very important that all members get involved. I challenge my district 
to step up and become the district that we are capable of. Thank you members of district 8 for your support in making me 
your new district representative,

Glossary of Common Terms
These coming months we’re going to have a couple hundred agents from Air Tran transferring into our departments. Many of these new agents have 
never worked with a union, so to help start knocking out some questions they might have, or you even question you may have, I wanted to offer 
definitions for some common union terminology.
 Labor Union - An organized association of workers, often in a trade or profession, formed to protect and further their rights and interests.
 AFL-CIO - American Federation of Labor and Congress of Industrial Organizations.
 CBA - Acronym often used for our “collective bargaining agreement”, which is our contract.
 Arbitrator - A neutral third party that makes binding decisions in disputes between TWU 555 and SWA.
 Mediator - A neutral third-party that makes recommendations during contract disputes.
 System Board - A panel of two union members and two employees chosen by the company that make binding decisions regarding grievance      
 disputes between TWU 555 and SWA.
 Check Off - Payroll deduction form allowing TWU 555 to collect union dues.
 Fact Finder - An investigatory meeting, called by management, whereby an agent is allowed union representation to discuss the facts of a   
 particular case, incident, dispute, etc.
 Grievance - A formal complaint and call for resolution over a violation of our contract.
 Impasse - A defined point reached in the process of negotiations where both parties and the mediator agree that they can go no further in the  
 process of negotiating proposals and counter proposals.
 Ratification- The term for both union and management review, and subsequent agreement on, new contractual language, whereby union   
 members vote majority in favor (ratify), and both parties sign the new contract into effect.
 Retro Pay - Short for retroactive pay, in which a delayed salary payment for work done previously at a lower rate is made up for in one lump  
 sum.
 T/A – Short for “tentative agreement”: a point during contract negotiations where new contractual language is agreed on by both parties and  
 awaits ratification by a vote of the union membership.
 Scab - A worker who crosses the picket line or refuses to support the union in a merit shop. This term isn’t used in our union but it’s an old   
 term to relate any worker who serves no other purpose that to cover (as opposed to heal) an open wound.
These are just a few of the terms you may hear from time to time, but for the four departments that our contract covers, these are the ones that may be 
thrown around the most. If you have any questions about any terms or words please contact your local rep or email the TWU 555 Education Committee 
at education@twu555.org.
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It is no secret that negotiations are going terribly, but 
many of us are hesitant to speak up for ourselves. 
We fear hurting the company. In truth we fear 
hurting the company that once was, the company 
that cared. Once you realize that company no 
longer exists, that it is nothing more than a pleasant 
memory of what once was, that the rules have 
changed and you have a choice to be docile and 
accept the new rules or to speak up, only then can 
you take charge of your future with the company.
You have heard repeatedly that you need to speak 
up, that you need to make your dissatisfaction clear. 
Informational picketing and leafleting are all well 
and good, but they are sporadic and soon forgotten. 
We all should be doing the simple, easy things 
every day. First, speak up. Let your supervisors and 
managers know what you think about the way you 
are being treated and the way negotiations are going. 
If someone from headquarters comes out for a station 
visit, tell them.
Recently a couple of people from the G.O. were on 
a station visit. The station held j-line meetings every 
two hours right outside the window of the office they 
were in. Speak up, let your voice, your ire be heard. 
Whether in a group or by yourself, it will make 
an impact. It will make a difference. It will not be 
one dramatic demonstration but a culmination of 
individual actions that all add up.
Second, follow the rules. This is not just about 
negotiations but about you as well. If you violate 
any of the rules in the ground ops manual, if you 
do something that is not by the book, know that 
the company will discipline you. The company has 
become very good at the entire procedure. From 
documenting your training to videoing you violating 
the rule, it is all cut and dry. So do not stray from 
procedures. Just pushed a plane off your gate and 
another is waiting? Do your FOD walk before 
flagging the next plane into the gate. Only one on the 
gate and a plane needs to be flagged in? Don’t do it. 
Wait for a second person. Yes, the crew will be upset. 
Yes, the passengers may be inconvenienced. That is 
the way the company wants you to do your job and 
will discipline you for violating those rules.
Edmund Burke wrote, “No man, who is not inflamed 
by vain-glory into enthusiasm, can flatter himself 
that his single, unsupported, desultory, unsystematic 
endeavours are of power to defeat the subtle designs 
and united Cabals of ambitious citizens. When 
bad men combine, the good must associate; else 
they will fall, one by one, an unpitied sacrifice in a 
contemptible struggle.” It is up to us to unite. We 
owe it to ourselves. We owe it to our coworkers. 
Once again, our work group is the first one into the 
breach. We can persevere for ourselves and for others 
or we can falter to be trampled under the heel of the 
other side’s despicable demands guaranteeing that 
others will suffer a similar fate. In the end, it will 
be the simple things done by many like-minded, 
courageous individuals that create the change.
            
And as always,
            
Noli sinere te ab improbis opprimi.
            
Kevin Carney
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I look at this airline with its purchase of Air Tran, profit every quarter, and airline experts who see nothing 
but positive revenue flow: a great outlook, and that is without charging for bags (but I won’t even go there)! 
This company is a machine of profit, yet it spends money on all kinds of things that don’t matter, like all the 
Kool-Aid Vision TVs, wireless headsets that are really only beneficial at large stations, and many other things 
that are not necessary, but now when it comes to offer a fair reward to the people who help make those profits, 
what replies do we get? “We aren’t giving raises.” “We are not going to agree to retro pay.” Well then, what will 
you spend your profits on? It should be people you invest that money in—the same people who 365 days a 
year make this company go, not more TV screens! Our company’s leaders ought to be ashamed of themselves 
for the way they have conducted these negotiations. For an airline that purports itself to be so special and 
such a great company to work for, I would say these last two years have been an embarrassment and, despite 
their efforts, we are not looking at this as a game! None of us are laughing. This is reality: this is going to the 
store and putting 15 items in your cart and seeing the price go over $100, or pulling up to the gas pump and 
watching it spit out $50 or $60 to fill your tank. The cost of living is not anywhere near where it was six plus 
years ago you know, and please stow the “You are the highest paid in the industry” manure. Yeah, well, it 
doesn’t mean we are millionaires at $25.97 an hour. I worked here when I was only making $6.50 an hour, and 
it took two years or longer sometimes to make $1 in raises.
I will close with this poignant tidbit. The many people I have spoken with all over the system are coming to 
work very disenchanted with their overall work environment, to the degree of hoping they make it through 
their shifts without getting written up or fired for something they did or didn’t do. I don’t believe Herb 
envisioned this as the environment he created nor the culture we had most thrived in, nor do I believe he 
would be happy with the current path of negotiations.

             Frank Pickens
             OMA Ramp Agent



provisions 11 years later. The arbitrator called foul and ruled against SWA. The 
arbitrator wrote, “Making an agent’s obligation to go to a company-appointed 
doctor mandatory and immediate, based on one sick call only, punishable 
by insubordination for failure to immediately comply, was outside the policy 
negotiated by the parties, specifically Article 23. Generally, and consistent with 
the Vernon award, Article 17.I is not a disciplinary tool for enforcing the use of 
sick-leave benefits under Article 23.”
Based on this ruling the company reinstated the remaining two agents, even after 
having held the arbitrations and even after submitting the post hearing briefs in 
one, without awaiting the decisions from the arbitrators. They were reinstated 
under the same terms and conditions as the other nine agents. The agents were 
made whole financially, which was costly to the company. The agents cumulatively 
were paid 7,266 total hours at their individual rates of pay, 550 hours at their 
overtime rates of pay, and 165 hours at their double time rates of pay. SWA had to 
pay the entire cost of all the arbitrations which totaled over $20,000 dollars. These 
costs were just the monetary costs to the company. SWA also lost credibility and 
support among the membership of TWU 555.
There were no winners in this sordid matter. The 11 agents and their families 
were put through hell. They were subjected to fear, stress, financial strain, loss 
of insurance, loss of income, and the loss of a sense of family at SWA. Two of 
the agents had babies that were due within a month of their termination and 
five months prior to their reinstatements. The union had their manpower and 
resources tied up for over six months. We had to bear the costs of 11 system 
boards and all the lodging, meals, lost time and expenses associated with each 
one. Each board, conservatively, probably averages $2,500. Due to the MDW 
station representatives being tied up providing testimony and representation in 
DAL for the boards and arbitrations, their families were impacted and daily lives 
were disrupted. The members in the MDW station were made to suffer due to the 
representatives being away from the station so much.
I would like to thank each member of the team that made the return of the 
“MDW 11” a reality—Randy Barnes, District 3 Representative; Ralph Darnell, 
Treasurer; Amye Thompson-Hollins, Leave Specialist; Dan Chriss, MDW Ramp 
Representative; Troy LaMont, MDW Alt Ramp Representative; and Denver 
Worker, MDW Alt Ramp Representative. This team was effective and represented 
this local and its members with professionalism and ability. The results achieved 
would not have been possible without their tireless and dedicated representation. 
We had the privilege of working with and representing some outstanding agents, 
the “MDW 11.” I would like to say to each of them, “Welcome back MDW 11 to 
your TWU 555 family! God bless and keep all of you.

     Jerry McCrummen

McCrummen Article Continued...
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airline business for many years now. We are a Wall Street run, bean counting, 
gamble on how many new customers we can attract while losing customers type 
company. It’s all about numbers.
Obviously you don’t have to take my word for it. You’re living through it 
currently. How many of you have been denied OJI after you’ve been hurt, then 
have to go into your sick bank for something that should’ve been taken care of 
through an OJI in the first place?. Don’t take that lying down. Fight that. File a 
complaint with your state. Take action. Same thing goes for FMLA. How many 
of you have been denied FMLA because of how it’s being interpreted? Next thing 
you know, you’re being issued an attendance letter for racking up all these new 
points that should have been covered under FMLA. Better think hard about 
having a baby, too. If you have to leave in an emergency because of the birth 
of your child, check your attendance when you get back to work. You will be 
surprised to find you may have been issued an attendance point even though 
everyone in the universe knows your child was just born. Instead of one of the 
happiest days of your life, you have to worry about this crap. If you’re eligible 
for FMLA, be proactive and print that paperwork out ahead of time so you have 
it with you at the hospital. Believe me, it will save you the gigantic headache of 
having to fight to try to remove any points you accumulated while having a child. 
Sounds sick doesn’t it? Sicker than that is this is our reality today. I can write 
forever on so many issues, but, obviously I don’t have my own newsletter, so I’ll 
stop for now, even though these issues will not. 
My prayers go out to all of our brothers/sisters in Oklahoma and other parts of 
the country dealing with the extreme weather we’ve been having. My prayers go 
out to all of our brothers/sisters in PHL, ELP, and SLC provo. I hope everyone 
is in a better position than they were before their departments were closed. Same 
goes for all of our new SWA brothers and sisters that came over from AirTran 
through the hardship of having to relocate to make a living, through no fault of 
their own and for all of our AirTran brothers and sisters who could not relocate 
and will not continue to work for SWA after all is said and done. I hope all of you 
enjoy much more than what you’ve just been hit with. Be safe, work safe, work 
smart.                                         
          Mike Martinez

concessions and cannot afford to give you, the backbone of this company, another 
industry leading contact, but yet expects you to work like you are the industry 
leading employees that you truly are.
Terminations
Since my last article we had six members terminated. Five were reinstated, and one 
remained terminated. Two of the terminations happened at the same station with 
very different results. When dealing with termination cases, or any case for that 
matter, the very first thing that happens is an evaluation of the member’s file. I 
will speak of two of the terminations from our district that were, from what I had 
heard, very upsetting to the membership. The first agent (Agent A) was terminated 
for not wearing his safety vest. The second agent (Agent B) was terminated for 
a verbal altercation involving fellow members, and also the supervisor on duty. 
Both agents’ actions were wrong, but at the end of the day Agent B, who lost his 
temper, was brought back to work. Agent A was not and remained terminated. 
The difference were the employees’ files. Agent A, who refused to wear his safety 
vest, had a verbal council, a letter of instruction, two warning letters, and two 
final warning letters in his file (all in the past 12 months) for not wearing a safety 
vest. This agent also had numerous other letters in his file for violation of job 
performance and attendance. Agent B had a clean file (this includes attendance 
issues).
Brothers and sisters, discipline is intended to change a behavior, and that is exactly 
what SWA tried to do with Agent A. Agent B was never warned that his actions 
may lead to a termination. He was never given the chance to correct his behavior. 
Many of our members asked me how an agent can be fired for not wearing a 
safety vest. Brothers and sisters, it is a SWA rule that you must wear a safety vest. 
If an agent violates any rule and has been disciplined for violation of said rule 
that many times, there is not an arbitrator alive that will rule in that agent’s favor. 
The arbitrator would take into consideration that Agent A had the opportunity to 

change his behavior but chose not to.
General Grievances
Other grievances that have exploded lately involve wrongful mandatory overtime. 
Just to be clear on the rules and the settlement—the rule is outlined in the 
contract under Article 7. The settlement for wrongful mando is that you are owed 
that time back. The question becomes, who gets to pick when you get that time 
back? The time given back to you should be a mutually accepted day that you 
pick. That does not mean you get any day off. What it does mean is you would 
provide me or the station rep with a list of dates that you would like off and the 
company can pick a day from your list. In our district, HOU has lead the pack 
with wrongful mando cases, not surprising because the HOU station has been 
dramatically understaffed. Fortunately, HOU has increased their staffing numbers 
in all departments. I am hoping that this was just a fluke and not something that 
we can expect to see as normal. Staffing levels are what drive the mando OT, and 
I am hoping that the company has learned its lesson and will start staffing all 
stations at the adequate levels.
New from Our District
The landscape of our district has changed. As of May 1, 2013 we added MSY, 
OKC, and TUL. I personally welcome all of our new members into what I believe 
is the best district in the system. With the addition of these members our district 
numbers have increased to about 1,250 and gone from 10 cities with 16 elected 
reps to 13 cities with 20 elected reps, which I have the great honor to represent. 
Just so everyone is on the same page, I am a resource for you, the membership. 
I will continue to strive and make myself available not only to the local station 
representatives, but also to you, the members. Due to the nature of the current 
SWA/TWU strained labor relations, I may not be in your station a lot, but I 
can be reached either by text, phone call (214-289-8226), and/or e-mail (robert.
bettinger@twu555.org). I have and will continue to make myself available to you, 
the membership. I feel it is the least any elected representative can do.
In closing, I would again like to thank all of the members who voted and hope 
that we can increase our numbers next time. I would also like to say that this 
company that we work for every day is a good company that is very profitable. 
We the union are just expecting our share of the profits. We expect this to be 
done through the negotiations process. It is very simple: if Gary Kelly can receive 
a 15 percent raise and no loss of benefits then we should also expect some sort of 
raise without concessions. This company made $400 million last year, and it is 
predicted we will make $700 million next year. I say no to concessions, and yes to 
raises. Stay strong and stay informed.
    Robert Bettinger
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Fired baggage handler battles airline and union
By Jane M. Von Bergen, Philly.com
Posted: July 02, 2013
What’s an airline baggage handler supposed to do when 
a passenger’s luggage falls off the conveyor belt, pops 
open, and spews forth an untidy trail of socks, pajamas, 
and shampoo?
The answer, customer service baggage handler Bosco F. 
Sylvince, 47, of Willingboro, says in a lawsuit filed last 
week, is to grab the contents, stuff them back into the 
suitcase, fasten the clasps, and send the bag on its way.
That’s company policy, and that’s what Sylvince says he 
did on July 12, 2010, while working for United Air-
lines at Newark Airport. Instead, though, the suit says, 
Sylvince was accused of going through a passenger’s bag 
without permission and was fired three weeks later, on 
Aug. 5.
The suit says that in 2009, Sylvince was fired over a 
similar incident, but the termination was rescinded after 
it was proved that he was replacing items that had fallen 
out of a customer’s baggage.
Last week, Sylvince sued both United Airlines and his 
union - the airline, for wrongful discharge and the 
union, for failure to represent him as he struggled to get 
back the job he lost in 2010.
The airline declined to comment, and the union, the 
International Association of Machinists (IAM), did not 
respond to a request for comment on the lawsuit.

United Airlines and the Transport Workers 
Union Reach Tentative Agreement
CHICAGO, June 27, 2013 /PRNewswire/ -- United 
Airlines today announced that it has reached a tentative 
agreement with the Transport Workers Union on a new 
collective bargaining agreement for flight simulator en-
gineers based at its Houston flight training facility. The 
agreement is subject to ratification by its members.
“We thank the members of the negotiating committee 
in reaching this agreement and appreciate their hard 
work,” said Doug McKeen, senior vice president of labor 
relations for United. “Each agreement like this brings us 
one step closer to fully working together as the world’s 
leading airline.”

Protesters disrupt airport mail facility in 
Portland
Portland, OR June 18, 2013 – Calling themselves 
“postal protectors,” 10 people blocked the entrance to 
the Portland Air Cargo Center (U.S. Postal Service) 
June 15, disrupting several morning mail runs. The 10 
were among 40 demonstrators chanting, picketing and 
holding banners that read “Stop Privatization of the 
People’s Postal Service” and “Save Family Wage, Union 
Jobs.”
“Postal truckers, mail handlers and mail processing 
clerks are losing their jobs to profiteering, private 
corporations,” said Jamie Partridge, a retired member 
of Letter Carriers Branch 82, and one of those who 
blocked the entrance. “We intend to disrupt this at-
tack on our communities.”
The protesters are members and supporters of Portland 
Communities and Postal Workers United (PCPWU), 
which has been fighting cuts and closures to the postal 
service for the past year. In May of 2012, 10 activists 
were arrested occupying Portland’s University Station 
post office, which has since been closed. In April, five 
protesters went to jail for a civil disobedience action at 
the Salem mail processing plant, which is now being 
dismantled with mail processing machines moving to 
Portland. – http://nwlaborpress.org/2013/06/protest-
ers-disrupt-airport-mail-facility/

Support your local union businesses

Union Grocers:
         Vons
         Kroeger
         Fry’s
         Albertsons
         Safeway


