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  SCAN TO VISIT

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

Brothers and Sisters,

I would like to say thank you to those members who participated by calling in during our union phone 
banks, with questions and comments about the pay proposals from both TWU Local 555 and the 

company, as well as the current status of negotiations.

The consensus over the union’s proposal was overall positive and 
considered fair and reasonable by most callers, though some, in light 
of the mounting record profits posted by our airline, thought the 
pay rates should be higher. On the other hand, the overwhelming 
consensus over the company’s pay proposal was that it is totally 
unacceptable. There were two main areas of concern that were the 
reasons for the rejection of the company’s pay proposal.

First, our members expressed their dissatisfaction that the raises and 
bonuses offered were too small and in no way reflected their hard work 
and contribution to the company’s growing record profits. The TWU 
membership will not accept an hourly rate difference of up to $1.50 
behind the ticket agents’ pay, as the company proposed.

The second area that our members found equally unacceptable is the company’s back pay proposal. The dollar amount of their 
proposal represents approximately 3% of a member’s earnings in 2014 and ignores earnings in 2011, 2012 and 2013. Put another 
way, if it is simply divided equally, it would be less than $1,600 per employee.

As many of our members reiterated to our negotiating team, “We have not received any type of pay increase in five years.” For 
the company to offer a $0.39 pay raise and a back pay bonus that represents only one year (of the nearly four years we have been 
negotiating) is disheartening.

The basis for their objections, include the following:

• The ability for Gary Kelly to have received large pay increases, which according to our research, were in excess of 158% 
over the last   three years.

• Southwest’s Airlines’ profits in 2014 were over 1.4 billion dollars. The most profitable year in our company’s history.
Additionally, the company has increased the employee’s share of health care costs from 5% in 2008 to 17% in 2014.

These astonishing figures do not represent a reasonable argument to support the company’s inability to offer compensation that 
reflect the membership’s day to day contribution to the operation of the company.

Securing a fair and equitable contract for all of us will continue to be an upward battle with the company and will not be won 
without a concentrated effort from TWU and the membership.

Moving forward, we are now conducting station representative and membership meetings which will be completed for station 
representatives the first week of March. Your negotiating team along with your board members will continue to have membership 
meetings in as many stations as possible over the next several weeks. These meetings will give you an opportunity to speak to the 
negotiating team, but of equal importance we need your input, ideas, and of course your continued committed support.

In closing, I will not be running for a fourth term in the upcoming presidential election. It has been an honor to have served these 
many years in this capacity and have maintained my commitment to the membership throughout these eleven years. It is my hope 
to continue to support the future president and board by offering to remain on the Negotiating Committee in whatever capacity I 
can best serve to complete this contract.

 Fraternally,
 Charles Cerf
 TWU 555 President

President’s Article 
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Jerry McCrummen
Vice President

I am writing this article the day after I attended an arbitration seminar on Thursday, February 19th. During one 
of the sessions the lawyers/arbitrators spoke of working to get to a fair and equitable resolution to a discipline 

grievance. Both the company attorney and labor attorney stated that the parties should disclose and share the 
exhibits or insights that will be argued at the hearing. They spoke of how the relationship between the parties is important and how it impacts 
and makes a difference in future grievances. I felt like I had to speak up and state that I disagreed because that is not the relationship that our 
union has with the company or its Labor Relations department.

In bygone times, this relationship was important. At the end of the day there was always another grievance that we would have to deal with, 
so we had to maintain civility and respect for the individual and the process. That is not the case, and there is a win at all costs mentality being 
exhibited. There is little or no trust in the dealings between the parties.

The union questions why they should share their arguments or rationale when it will not make a difference. It does not fall on receptive or 
willing ears. The company is no longer trying to do the right thing but instead is trying to defend the actions taken by management at the 
stations or at the lower levels. Our agents are not getting a reasonable and objective investigation or viewing of the facts. Fact finders have 
gone by the wayside and are now being replaced by a procedure that should be called a “fault finder.” Too many times local management’s 
mind is already made up, and there is a pre-disposition, after their discussions with Labor Relations, on the level of discipline that needs to be 
administered.

Joe Harris, Labor Relations Vice President, committed four years ago in a meeting that grievances should and would be settled at the lowest 
levels. That is not happening. Grievance cases are making it out of the station with but a cursory investigation. Ask your station representatives 
how many times they get grievances back that simply state “denied.” If the local management is feeling like being politically correct they will 
write, “respectfully denied.” Keep your respect, because if you haven’t done a proper investigation, you certainly have not earned my respect.
It should be real simple for the investigating parties to tell what is incorrect or flawed with the grievance. The problem is, if they write something 
that can be used by the union in the grievance process it could be uncomfortable for them. Local management has been stripped of their 
power to resolve and settle grievances at the local level unless it possibly is an OT bypass or a blatant attendance miscalculation and they have 
not informed HDQ of the issue. I would rather have an established station manager with tenure, confident in the administration of his or her 
station, than a young gun trying to climb the corporate ladder.

System boards have degenerated into the parties trying to out-lawyer the other side or playing the old “fumble rooskie” by hiding the ball. 
Instead of trying to resolve the matter and receiving the direction from the board, they receive a deadlock, which means the TWU 555 Local 
Executive Board must decide whether to take the case forward to arbitration.

Speaking of arbitrations, we have 16 scheduled in the next five weeks. That is not even counting the ones we have already held this year. We 
used to have maybe four or five a year. We are seven weeks into the new year, and we have had 453 grievances filed. At the current rate we will 
possibly file almost 3,400 grievances, an all-time record. The relationship is dysfunctional and if not fixed will become fractured. And no one 
wins. There has to be trust!

Why would the company use a medical record of an agent to terminate the employment of a supervisor due 
to cohabitation? Is the OJI medical records of an individual protected by HIPAA? I believe that is a question 
for the courts to decide but I do know that it is disingenuous and definitely infringes on an agent’s privacy. 
It is these types of actions that permeate our work group and foster mistrust in the leadership at SWA. Did 
I mention that the supervisor was a former President’s Award winner? This is the “LUV” airline, and if they 

fired all upper management for this type of behavior we definitely would be short a few directors and vice presidents. (One of the benefits of 
being around 30 plus years is that you know where a lot of the skeletons are buried.)

There is frustration on both sides. This I completely understand. We had a great company. It is time to get back to our roots, to focus on Basic 
Principle #3, which states, “Maintain constructive relationships with your employees, peers, and managers.”

There is a quote by Johann von Goethe, a German poet, writer, and scientist, which states, “Treat people as if they were what they ought to be, 
and you can help them become what they are capable of becoming.” Members of management, please remember that you made mistakes on 
your climb to leadership, and this company gave you an opportunity to modify your behavior, rectify your transgression, and rehabilitate your 
career. Look where it got you. To empathize with an individual gives you the opportunity to help understand that individual. 

In closing, I would like to take a moment to thank and show my appreciation for our TWU 555 President, Charles Cerf. He has made the 

Fractured Relationships: Restoring What WasPresident’s Article 

continued on page 23
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EDUCATION COMMITTEE
Greg Puriski, John Ardes, Jason Gomes, Chris Avila, & Mike Vogan 

At the time of this writing, the members of your Education and Negotiating Committees are traveling the system spreading 
information that pertains to the ongoing contract negotiations. (I am sure you have heard something about them.) Station 

reps from every location will be brought up to speed on the current situation that our negotiators are facing, what offers have 
been presented, and just what it really meant for the company to proffer private binding arbitration. These committee members 
are also doing individual station visits to present our union’s side of negotiations, explain where we are in the negotiations process 
according to the Railway Labor Act, suggest some things we can do to help move the negotiations forward on a day to day basis, 
and try to dispel any rumors or false information that has been spread.

Most importantly the committee members have been answering questions about the union’s strategies for negotiating, questions 
about pay proposals, and what the company has asked for as far as concessions. The best question being asked is, “What can we 
do?”

The one thing I can elaborate on in this article…we can all stay informed! Read your updates. Not receiving your updates? Email 
office@twu555.org and ask to be added to the mailing list. Have a question? Email negotiations2011@twu555.org. Have a 
suggestion? Email negotiations2011@twu555.org.

 In Solidarity,
 Chris Avila
 Education Committee

Silence never won rights. They are not handed down from above; they are forced by pressures from below. —Robert Baldwin

Hitting the Road — Chris Avila

To our brothers and sisters of TWU 555, I would like to take a few minutes and say that we have lost one of the 
greatest rampers that RDU has ever had. Some of you in other stations might have known him. And others of you 
who didn’t would have loved him.

Zan Stone passed away in mid-November 2014. He was with Southwest and a brother of TWU 555 for over 24 
years. He touched many lives and left big imprints on everyone’s soul. He was a gentle bear. He was a son, a 
husband, a father, a godfather, a brother, and we lost him. There is never a good time to lose anyone we all care 
about.

Zan was a fun loving and a caring person. He always had a smile on his face and was always joking about something. He truly put 
everyone in better spirits when he walked through the door. Not that you could miss Zan, he was a big man but, like I said before, a gentle 
bear. Zan was a hard worker and did his best. When asked why he worked so much he would just smile and say, “I got to take care of my 
family.” Zan also served in the US Army and became a sergeant before retiring from the service.

Here are a few words from his RDU family…

I told Zan one time that “In the land of the blind, the one-eyed man is King.” He laughed at that. I never heard anything but 
positive words from him. I will really miss him. —Dan H.

Zan was a true friend. I love him and will miss him a whole lot. —Leslie M.

Zan was a true man—a man who loved his wife, his kids, and grandkids. He was always positive. I have seen this man work 
with pain in his hips, knees, and bad back. I will miss his call to the freight house: “This is Zan, the freight runner, at your back 
door.” —Anthony Moody

I remember Zan coming up to me after finding out where I was from and he would greet me with a “What up, homes” or an 
“Orale”.

We always talked about going to ABQ and picking up some Blake’s Lotaburger. —AR

In ending we all miss Zan, but his laugh, his smile, and all the memories he left us will forever live on with all of us. God Bless you, Zan. 
God rest your soul. We love you and miss you.

Always,
RDU

Zan Stone (RDU) — In Remembrance
Memorial Submitted by Adan Robles
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Safety & Health
COMMITTEE • REPORT
Jesse Soto
           
Safety & Health Advisor

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

Total 555 members on OJI as of February 5, 2015: 555
As Southwest Airlines employees we often assume that our work environment is the safest it can be. All 
airline employees work in hazardous environments. United Airlines was found to be in violation by OSHA 
of several safety standards. As you read the facts below think how many times you have seen one of 
these unsafe conditions at your location. (If you would like to find out what SWA has been fined for in the 
past, please visit http://www.osha.gov/pls/imis/establishment.html.)

Early last year OSHA conducted an inspection of United Airlines (UAL) at Newark Airport, at the time 
UAL’s third largest hub with 385 daily departures. The inspection found 16 violations, including three 
repeat and nine serious. A repeat violation exists when an employer previously has been cited for the 
same or a similar violation at any other facility in federal enforcement states within the last five years. A 
serious citation is issued when there is substantial probability that death or serious physical harm could 
result and the employer knew, or should have known, of the hazard. As a result of the citations, OSHA 
proposed a fine of $101,300 to United Continental Holdings Inc. Some of the failures that UAL was cited 
for include: 

• Properly guard equipment, store materials and dispose of waste materials.

• Ensure exits were unobstructed and wide enough and place directional signs in areas where 
exits were not apparent.

• Ensure employees operating tugs to transport luggage used seat belts.

• Use power strips according to manufacturer’s recommendations.

• Use ladders for purposes intended by the manufacturer, and remove damaged ladders from 
service.

United had15 business days from receipt of its citations and penalties to comply, ask for an informal 
conference, or contest the citations and proposed penalties. It is unclear what course of action United 
Airlines took. Below is a link to the webpage displaying the original 36 page UAL citation. http://www.
osha.gov/ooc/citations/UnitedAirlines_954623_0710_14.pdf

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.

Zan Stone (RDU) — In Remembrance
Memorial Submitted by Adan Robles
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On February 16th, I had the 
opportunity to sit down with 

Negotiations Committee member 
Alfonso Santoyo for our premier 
edition of ‘1 on 1 With TWU 555.’ 
Off the cuff, I had no idea what 
to expect or the desired direction 
of this interview. But as quickly as 
the questions rolled, the interview 
took shape, and I found Alfonso to 
be incredibly bright, humble, and 
genuinely interesting as well as a 
perfect first interviewee.

BHM: What is the time commitment to be on the Negotiations 
Committee?

AS: When I first applied for the Negotiations Committee they 
told me that the last contract took 18 months to complete and 
the previous contract took 24 months. So they were anticipating a 
negotiating time period of about 24 months. We were all told that, 
but obviously we’re entering our fourth year here so that commitment 
has doubled.

BHM: Are you released from the line?

AS: Initially we worked our full time hours or even more than that 
as a negotiator. But since the company stopped negotiating, we’re 
actually back online. So we all go back to our jobs. The commitment 
now is whatever our scheduled hours are in our stations, and then 
whatever we have to do to get ready for negotiations.

BHM: How often are you away from home?

AS: When we first started negotiations, I was away from home pretty 
much every week. We were putting in a full week of work. We would 
come in on Monday and leave on Friday. But now, we meet with the 
company quite infrequently. I would say right now, at least in the last 
three or four months, we’re away from home every other week.

BHM: How do you get on the Negotiating Committee?

AS: I heard about the opening from the news feed on TWU555.
org. I was a two year agent and based on my background I said, “You 
know what? I can do that job!” I wanted to get involved, so I put in 
my application and submitted my resume.

BHM: What was the interview process like?

AS: We went through an initial round in Chicago. From my 
understanding there were a few select cities and each applicant had 
to fly to one of those cities to interview. After the initial round of 

interviews, they chose me to go into a second round of interviews 
and that was conducted by the entire executive board and lasted two 
days. They notified me the very next day that I got the position on 
the Negotiating Committee.

BHM: So that last interview, the executive board just lined you up as 
if in front of a firing squad and shot questions at you?

AS: [Laughing] No, the way that it was structured for that second 
round was they chose the top 10 candidates and gave us each an hour 
and asked us to go through the contract, asked us hard questions, 
asked our opinions on certain topics and big issues going on in the 
local. I was the last one on the last day and the executive board took 
special liberty and kept me after for an extra 30 or 40 minutes. So 
my interview actually lasted a little bit longer. I didn’t mind. I mean, 
if they wanted to know more about me, I thought that was perfectly 
reasonable, especially because I wasn’t a candidate with any previous 
background as a station rep or alternate.

BHM: Were you nervous?

AS: Oh, absolutely! I was like a caged tiger before my interview. 
I didn’t eat anything. All I had was coffee, and all I did was pace 
around in my hotel room and go over my presentation and thought 
of the type of questions they would ask me. I was just imagining 
all these scenarios. You just kind of go crazy, like Jack Nicholson’s 
character in ‘The Shining.’ But my presentation took a lot of 
preparation. I put a lot of work into that, so I was confident there. I 
was confident with my knowledge of the contract, and for me, it was 
nerve racking, but because of all the preparation I had done I thought 
I was ready to take on that interview.

BHM: Do you feel pressure being one of the gatekeepers, so to speak, 
to a contract for roughly 11,000 TWU 555 members?

AS: Absolutely! It’s huge. Not only is it huge pressure on me, but 
everyone on the committee. We represent such a large body of 
members that all deserve the best possible contract. I really do 
believe we are the hardest working ground ops in the industry. And 
we deserve a lot more. I just want to make sure we put out the best 
possible contract. And I think everyone on the committee will tell 
you the exact same thing. The last thing we want to do is put out a 
terrible agreement, for fear that it might somehow get voted in. So, 
we want to make sure we put together the best agreement that we can 
negotiate and whatever we put out, if the membership wanted to vote 
it in, then we’re comfortable with that as well.

BHM: In negotiations, is there structure and specific roles each 
committee member has or is it our guys sit on this side, their guys sit 
on that side, and it’s an open forum?

AS: Obviously everyone has to be well versed in the contract and 
everyone is going to bring in special talents. Everyone has a role to 
play on the committee. Where one person might be weak, another 
person might be strong. What ends up happening is we identify those 
strengths and weaknesses and we assign roles according to them. We 

Alfonso Santoyo
Negotiating Committee Member

— Brian McGee (RNO Ramp)

Do you have a question you’d like to ask for 
the next issue? Email office@twu555.org
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all in the end have the same goal. And that’s getting the best contract.

BHM: What other positions (if any) have you held with TWU 555?

AS: None. I wasn’t a station rep, an alternate, a system board player, 
none of it. It really is unique, or so I’ve been told. My selection for 
the committee was not something people anticipated.

BHM: How long have you been with the company and in what 
stations?

AS: I got hired in 2008 and the whole time have been in MDW as a 
ramp agent.

BHM: What did you do before Southwest?

AS: Before Southwest I worked for the Chicago Mercantile Exchange 
in commodities trading and quantitative analysis.

BHM: Where did you go to college?

AS: University of Chicago.

BHM: That’s pretty prestigious isn’t it?

AS: That’s what they tell me. [Laughing]

BHM: What did you major in?

AS: I concentrated in economics and 
mathematics. University of Chicago doesn’t 
offer minor degrees. But if it were another 
institution it would be a major in economics 
and a minor in mathematics.

BHM: How much do you draw from your 
economics degree at the negotiating table 
when the company puts out their non-GAAP 
[“Generally Accepted Accounting Principles” 
as defined by the Financial Accounting 
Standards Board in the United States] figures?

AS: This is a tricky question. Initially in negotiations, I did draw 
from my background in economics and we used that to combat some 
of the figures the company was claiming. For example, the company 
said people are calling in sick a lot and that is causing mandatory 
overtime. So I used some of the skills I learned at The University 
of Chicago to study data from different stations to find out if that 
actually was the case. And what we found out was that there is no 
connection between sick calls and mandatory overtime. What the 
company does is use overtime instead of hiring people. They count 
on agents to sign up for overtime. The problem is agents aren’t always 
signing up. So in order to fill those spots, they have to mando people. 
So I was able to use econometrics which is finding co-relations and 
causations between two different variables. The real problem is the 
overtime numbers. The company staffs stations with an average of 
something like 14% overtime. There was a time when Southwest only 
had something like 6% overtime. So rather than filling vacancies with 
new hires they are staffing stations with overtime.

BHM: Speaking of GAAP, for agents reading this, can you give us 
an example of where else we might see an entity using non-GAAP 
numbers, just for perspective?

AS: The reason why there are two different formulas, GAAP vs. 
non-GAAP, is GAAP is intended to evaluate companies using an 
equal measuring stick—to view companies evenly. The reason why a 

company might use non-GAAP, for example, is because they might 
want to smooth money lost on fuel hedges that cost more than 
current market value. That company may view that loss differently. 
They may not even see it as a loss. They could roll that into a long 
term strategy of how they want to purchase fuel. Maybe they don’t 
see it as a loss for that quarter or that year but may see it as a net loss 
or net gain depending upon what the fuel hedge strategy was for a 
two or three year period. So you might see things like that, deferred 
payments, or present discounted value on certain things. All you’re 
really doing is smoothing out a loss or smoothing out a gain. That 
company may not want to look at a snapshot in one particular time 
period but instead chooses to apply it to a long term strategy. That’s 
when companies want to use non-GAAP. If a company is reporting 
to the SEC (Security Exchange Commission) or the IRS (Internal 
Revenue Service) they require GAAP. This is just an example, of 
course.

BHM: That’s a lot to digest. Let’s talk about you. You a family man?

AS: Yes, married and we have a daughter.

BHM: Hobbies?

AS: Playing WII U with my daughter and 
crossword puzzles. I also have a bit of an 
interest in pre—prohibition cocktails and 
material. I like buying up books and old 
pamphlets that describe old drinks using 
antiquated things like bitters. Not to get too 
deep but there is a history behind the creation 
of a lot of cocktails. What’s really interesting 
to me is not only how they were put together 
but why they put them together. So I kind 
of get into that. I guess you could call me a 
bit of a history buff in that sense. I’m always 
interested in things like the science of food. 
For instance, I macerate my own cherries. 
And there is a history behind that process. I 
learned the history of how they transported the 
cherries back in the day and I developed my 
own recipe. So every year I go up to Michigan 

and go to this farm where I pick my own sour cherries. I bring them 
home, get the cherries ready for maceration, and I put together my 
own recipes. I put them in a jar and put them away for like four or 
five months. Then in the winter when they are ready, I put them 
in cocktails like Old Fashions and Manhattans. Friends and family 
will come by and put them on ice cream or find other uses for them 
as well. Obviously, the kids can’t have them but it’s a good treat for 
adults.

BHM: Sports fan?

AS: Big baseball fan and a big soccer fan.

BHM: What are your teams?

AS: Baseball, I’m a White Sox fan. Soccer, I generally follow the 
World Cup.

BHM: Who’s your World Cup team?

AS: I root for the USA first and foremost. I also root for Mexico as 
well. My parents are from Mexico and my dad taught me all about it 
and gave me the history of the Mexican team and the World Cup.

BHM: Best pizza in Chicago?
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AS: Best pizza in Chicago is Pequod’s Pizza. And what makes them 
awesome is not only is it deep dish, but they put this parmesan 
grated cheese layer on the bottom of the pizza. They cook the pizza 
in cast iron and it gives it this burnt crust taste on the crust, and it’s 
awesome. I mean, everything about it is just delicious.

BHM: Does Chicago have the best pizza in the world?

AS: Absolutely! The reason why it’s my favorite food is because I 
grew up in Chicago. If I could I’d eat pizza every day! If I wasn’t from 
Chicago I’d go on a vacation where I could just visit pizza shops all 
over the place.

BHM: Last personal question...tell me something interesting about 
you that most wouldn’t know.

AS: [Stumped] Um…I was in the Navy for four years in San Diego. I 
was a Gas Turbine Engineer.

BHM: Ok, back to negotiations. Contract offer seen by the 
membership over/under December 31st, 2015? Best guess.

AS: I’m definitely going over on that one. The company right now 
is really standing firm on what they want in negotiations. This isn’t 
a negotiations I anticipated. I thought it would be productive, being 
presented with problems and going through ways to solve these 
problems. However the company just shows up and says, “This is 
what we want, and when you’re ready to give it to 
us, then we’ll talk.” They don’t want to reward the 
members. They don’t want to give them a substantial 
raise, and obviously we’re not interested in accepting 
anything less than we think the membership deserves.

BHM: What does Alfonso Santoyo view as the single 
most important issue for this contract?

AS: The big issue for me, when I put in for the 
negotiations committee, was covered work. That’s 
the most important issue. I do not think supervisors 
should be doing our work and I think the membership 
should be writing grievances and stopping them from doing so. 
Any supervisor who is performing covered work is just one more 
reason the company can justify outsourcing or hiring a lot of part 
time employees. Anytime covered work happens it takes away the 
ability for us to make the argument that staffing should be increased 
and the company should be hiring more career minded full time 
workers. Covered work is a job security issue. A lot of members see 
pay as the #1 issue, but what’s pay if you don’t have job security? And 
supervisors doing our work compromises job security.

BHM: Do you ever get burned out or a feeling of hopelessness when 
the company appears to be unwilling to negotiate in good faith or in 
good time?

AS: I lose hope in the company. But I don’t lose hope in our 
committee or in the membership. I think given the right set of 
circumstances we’ll get the company to move eventually, and if we 
work hard enough we’ll get the company to see us eye to eye on a 
lot of these issues. But sometimes it is discouraging and frustrating 
when we show up prepared to negotiate, and the company shows 
up and makes you feel like you’re just wasting your time. And not 
only wasting your time, wasting the membership’s time. The longer 
this takes, the more it’s costing every single member out there. It’s 
costing them in their pocket, it’s costing them in their benefits, 
and it’s costing them in job security. The pressure mounts, but do 
I lose hope? No. If anything it makes me more determined because 
there is a part of me that wants the company to feel the struggle and 
frustration, too. Make them understand that what they are doing 

here is ill advised. So for me, I feel more determination. I know how 
important this is for everybody. This isn’t just my contract. This is 10, 
200 plus members’ contract. So I can’t lose hope. I don’t have that 
luxury.

BHM: The flip side of that, what gives you energy or “a second wind” 
to keep fighting for what the members of TWU 555 deserve?

AS: When we do these station visits, and I sit down with the 
members, that’s what fuels me. I know what these guys want and I 
know what these guys deserve. It puts a face to the contract. Every 
single word, every single page has a face and it’s all the members out 
there working. That’s what fuels me. When I get emails or when I talk 
to members on the phone, that’s what gives me energy. To go back to 
your last question, I don’t lose hope because the membership doesn’t 
let me. They fuel my drive.

BHM: A couple questions from the membership. Why can’t the two 
sides get locked into a room and negotiate instead of what seems like 
a couple days every other month?

AS: When we first started negotiations we were meeting every week 
and if not every week, every other week. I wouldn’t say negotiations 
were moving along amicably, but they were moving along slowly. 
And it wasn’t until American Airlines filed for bankruptcy that the 
company changed their approach in negotiations. Ever since then, 
Southwest Airlines has been salivating at the thought of us taking 

the concessions that the fleet service workers were 
taking over at American. At this time negotiations 
took a drastic turn and we couldn’t get the company 
to negotiate on anything. They wanted us to be what 
they labeled as “mid-pack.” They wanted us to be in 
the middle with benefits, in the middle with pay, and 
in the middle with work rules. We weren’t going to 
concede anything on these terms. So we decided to file 
for federal mediation. We thought the mediator would 
prod the company along and get them back to the table 
and negotiate in good faith. Well along with that, we 
gave up a lot of our rights or privileges that we had in 
Section 6 bargaining. Part of that was setting dates, 

setting the topics that would be discussed, and setting the location. 
Now the federal mediator would set all of those. And maybe we got 
some stuff done initially in mediation, but eventually the company 
just went back to their own ways and they didn’t want to negotiate 
anymore. They didn’t want to address any of our issues we brought 
up and just went back to “This is what we want. Let us know when 
you can give it to us.” At this time, the federal mediator and federal 
mediation board put up their hands and didn’t know what to do. 
So they had no choice but to put us on the shelf. Lately, the federal 
mediation board has told us that they do not want to spend any more 
of the federal mediation board budget on us. They don’t want to 
waste it on our negotiations because they don’t feel like we’re getting 
anywhere.

BHM: Do proposals really need to be considered for months at a 
time?

AS: The way we structured negotiations early on was if we offered 
a proposal, the other side would have to respond depending upon 
how and when they want to respond. TWU for example…Say the 
company gives us a proposal for pay in June and we feel like we 
should respond in November. Pay proposals require a lot of research 
as well as time and consideration. There’s a lot of stuff we have to get 
through and resources we need to use. One being our economist. 
We weigh advantages vs. disadvantages, and as a committee we detail 
what we absolutely cannot accept. All that requires a lot of time, 
effort, and research. I’ll give you a real life example: One of the initial 
proposals we gave the company is we wanted to put a cap on how fast 
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After 10 years with Transport 
Workers Union Local 555, most 

of you know that I am your advocate 
for information, concerns, and issues 
related to the federal Family Medical 

Leave Act and worker’s compensation from state to state. I also 
handled the five percent review cases and grievances before the 
current contract put an end to that double jeopardy policy.

In the last few years, I have been given the opportunity to handle 
more purely attendance related grievances that require that I 
understand Article 23 in its entirety, as well as all the various leaves 
of absence. I also get to delve into other portions of the contract, 
making me a more well-rounded advocate.

I recently had the pleasure of representing a 10-year agent, who was 
an AirTran transfer who had recently relocated from ATL to HOU. 
She had been terminated for pointing out. Her case had a lot of 
FMLA complications and twists and turns.

Very early in the grievance and investigatory process of the case I 
was able to uncover an impactful error that the company made in 
assigning a previous claim number to this agent’s new and current 
request for FMLA.

The agent was confused by this administrative error and was sent on 
a wild goose chase of sorts, ultimately receiving and using medical 
information from an illness one year in her past to attempt to a cure 
an alleged deficiency in her current request for FMLA. The company 
employees knowingly used some entrapping tactics that they 
ultimately had to answer for on the stand during arbitration.

This agent was returned to work in the middle of the presentation 
of her case to an arbitrator. This is the good news. The bad news is 
she was, in essence, forced to accept peanuts for the penalty of being 
wrongfully terminated. There is no reason the company should not 
have paid 100 percent back pay for the negligent error that they 
admittedly committed, causing this agent to stay terminated for over 
three months, despite the error being brought to their attention as 
early as on the issuance of the page 2 of the grievance process.

As the case was being presented, the company contract attorney 
became very aware of the error of her client’s ways and asked the 
union to step outside to discuss a settlement. After much to do and 
after the terminated agent weighed her options, she accepted her job 
back with a few weeks of back pay.

It is a crime and a shame that this multimillion dollar company 
would not offer what is right—100 percent back pay and made whole 
in every way. Instead, they offer peanuts to this negatively affected, 
newly relocated mother, because it is always true that a bird in the 
hand is worth two in the bush.

This was a monumental win for me and the team of advocates who 
represented this grievant, but it was also very disheartening to know 
the tactics that Southwest Airlines leadership is willing to use to get 
an agent back for peanuts!

Know and exercise your rights. Call the office if you require assistance 
regarding how FMLA and worker’s compensation affect your 
attendance.

 Amye Thompson Hollins
 TWU 555 Leave Specialist 

Back for Peanuts

Amye Hollins
Leave Specialist

health care costs increased. That was very early on in negotiations. We 
have yet to get a counter proposal from the company. The company 
is simply not interested in putting any type of cap on how fast 
our health care costs rise. You want to talk about months between 
proposals, we’ve got one on the table that’s been years! 

BHM: What are you most proud of as a Negotiations Committee 
member?

AS: [Deep exhale] I’ll be proud when we get this contract signed. 
For me, that will be a proud moment. But for right now, I’ll be 
honest with you, I’d hate to start resting on any type of laurels or 
start to hang a lantern on my problems here. I got one focus with 
this contract and that’s getting it done. I know that’s not the answer 
you’re looking for, but I don’t want to get into the position of saying. 
“I’m proud of this. I’m proud of that.” Doing so gives me an easy 
out, like, “Okay, I didn’t get a good contract, but I’m proud anyway.” 
No. When we get this contract negotiated and signed, that will be a 
proud moment.

BHM: This is another one from a fellow agent. Has anyone brought 
up to company negotiator Mike Ryan his statement, “We don’t bet 
on the company,” and reminded him we took terrible stock options 
to extend this contract and aid the company? If not, why or what was 
his answer?

AS: Mike Ryan sent that letter to everyone’s home in January. 
We have not met with the company since so we haven’t had the 
opportunity. However we’ve heard from the membership and they’ve 
said we are not interested in rolling the dice on our compensation. 
So no, we haven’t seen Mike Ryan. But he’s read the communication 
we’ve put out to the membership and we’ve said just that. Does he 
have an impression? Yeah, he has an impression on how we feel about 
betting on Southwest. Have we told him personally? No we haven’t.

BHM: In negotiations, do you feel the company recognizes the 
concessions we’ve taken since September 11th, 2001? From giving 
back portions of our paychecks, to stock options, to handling TSA 
responsibilities outside of our contractual scope pre TSA, etc…?

AS: I don’t want to speculate whether or not they actually recognize 
that as a concession, but most of our members do see it like that. 
You’re talking about a time period when some of our members are 
betting on Southwest by taking stock options, extending the contract, 
and they didn’t get one single pay raise. In fact that was a 10 year bet 
that never paid out. So yeah, our guys recognize it as a concession, 
the company knows we were never really able to exercise the full 
value or the potential value of those stock options, so do they have an 
idea? I imagine they have a pretty good idea.

BHM: Is MDW as bad as they say? In terms of workload?

AS: Chicago is a beast. We have unique job duties in Chicago that a 
lot of other stations don’t have. That’s because the operation. It’s just 
huge. I’ll be honest with you, at the end of the day, I don’t know how 
all the work got done. But it did. And that’s a tribute to the guys that 
work there. They’re all a hard working group of guys that have pride 
in their work. We just get it done. Yeah, it’s tough, but we’re from 
Chicago, man. That’s how we were bred.

My interview with Alfonso Santoyo 
lasted just under one hour. Speaking on 
behalf of the 11,000 members of TWU 
555, we’re fortunate to have Alfonso on 
our Negotiating Committee and look 
forward to that day he can be proud of 
the long overdue, deserving contract he 
and the rest of the committee negotiate 
for us. I appreciate your time Alfonso.
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Mike Martinez
District 1

I’m hoping I’ve got a lot of you guys’ attention with this. This is really important and critical to all of us. 
Information is knowledge, and knowledge is power.

Let’s focus on the first part—information. This is absolutely necessary. A question I get from 
time to time is why grievances take so long. There are numerous reasons this happens, besides 

the actual process. The reason it takes so much longer is often the grievant never puts his or her phone number down, or the 
grievant doesn’t respond to voice or text messages. That dilemma we can hopefully do away with because there is a way around 
it. And that way is information.

When doing a fact-finding/grievance with your rep, you should have all the necessary information attached to that grievance. If local 
management is not sure whether they can provide you the information you seek (and, for the most part, aside from video and things of that 
nature, they can!) you can get your rep involved to get the info, as outlined in Article 20.K of your collective bargaining agreement. If you have 
been disciplined, you should have your fact-finding or suspension notice along with your results/discipline letters. You can also write a summary 
(TWU statement) of what happened in your incident to go along with your grievance. Include any witness statements as well.

I truly do understand that all of you guys work, and work hard! When I’m making calls or text messages, there’s a high probability that you’re 
working and don’t have the time to get back to me. And then after work, who’s thinking about his or her grievance or calling me back after a 
long day, right? You’re only looking to get home, especially if you just worked a double. By doing some of the things I mentioned above, you 
won’t have to worry about your district rep not receiving the vital info that he or she needs. 

Also, regarding you compiling necessary information, please be cognizant of taking notes at your fact-finding. Your meeting notes can be very 
critical. If your case is over a contractual issue like an OT bypass or covered work, get the OT sheets, exception logs, and duty rosters. If it’s 
a safety issue, check to see if any SRSs have been submitted in the past. Anyone submitting an SRS or SOPI on SWALife should be printing 
several copies of your write-up and giving a copy to your safety rep. These documented write-ups that you submit now are things we may be able 
to use down the line. It may not be relevant at the moment, but it could be relevant later. SOPIs or SRSs tend to disappear after a few months 
from SWALife, so make copies! 

And here’s a bit of info for one of my stations, in particular. (This is happening at other stations, also). There are a handful of managers and 
supervisors who have what I call their “hit lists.” Oh yeah, we know about it. This “hit list” includes agents who local management wants 
disciplined or terminated—agents they don’t want working there. I know it may not come as a surprise to many of you, with the amount of 
discipline/terminations that have come out of this station. It’s also ironic that the managers and supervisors I refer to are the same ones who have 
been caught lying, bullying, and who knows what else. I realize it’s not all managers and supervisors. It’s a handful of each. They make the rest 
look bad, which is a damn shame because you guys do have some really good mangers/supervisors there.

Again, and I’ve said this before, we have to be smarter. We have to do things by the book, period! No ifs, ands, or buts. Management makes 
the rules. They also break the rules. Don’t expect any superhero to show up and change your station. The rules are different for us. Even though 
these managers have been caught lying and bullying in system boards and with some of the agents and reps, nothing has been done to them.
What you have to do is protect yourself at all times. That means witnesses. You don’t have to have a union rep as a witness. Grab several agents 
when you’re approached about going into an office to “talk” about an incident. You can do that. If it’s about you and you’re choosing to divulge 
confidential info in the presence of other agents, you can. It’s your call. At the particular station I speak of, I would try to find at least five guys 
to go with me and take notes. Hell, I’d ask for the “talk” to be held in the break room. If they give you a hard time about bringing witnesses in, 
then they’re up to something. And bring your witnesses in anyway. They don’t like it? Tough. Bullies never like it when we fight back. Protect 
yourself! Agents have been set up and disciplined as far as termination at this station. I’m sure that’s also not a surprise to you.

So protect yourselves! Get witnesses. Ask those witnesses to bring pens/paper and take the best notes they can. Ask all of them to do the same. 
They’re not there to argue your position for you. They’re there to write down what is being said.

Another suggestion I have is, if you can afford to do so, transfer out! If the handful of managers and supervisors wants the station to have the 
reputation of being controlled by nasty, lying bullies, let them have it. Have no part of it. Protect yourself. You guys have seen numerous other 
supervisors and managers transfer out over the last year, to no one’s surprise. There’s a reason for that. They want no part of it either. For those 
good and honest managers and supervisors who feel caught in the crossfire, I’m telling you the same thing…if you can afford it, transfer out. 

Information, Information, Information

continued on page 23
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Phil McNally
District 2

I would first like to start out this article by talking about the importance of voting, especially when 
it comes to anything having to do with the union. This right that our 10,000 plus members 

of Local 555 have is very important. With that being said, I hope everyone votes in 
the upcoming elections. This local has had a history of poor voter turnout, which I 

have never understood. There really isn’t a reason why you shouldn’t vote. We as a union membership have to 
get better involvement when it comes to these types of things. As I am writing this article, nomination forms 
have gone out to all stations. This year our local will be voting on president, treasurer, and all station reps. Don’t 
think for one second the company is not watching our voter turnout this time around. Stop being passive. A good 
turnout will show the company that this local actually does care about what happens. Think of it this way: it will 
give you practice when we finally get a contract to vote on. Like I have said time and time again, it is the whole membership 
in the end that gives this local the power to be a stronger union, so let’s get off our asses and vote!

I won’t go into in great detail because I know everyone is tired of hearing it, but please, let’s not fight amongst ourselves about the lack of 
movement in these contract talks. Trust me; I am tired of going to different stations and having to discuss the lack of movement at the 
negotiating table. This company is making record profits and doesn’t want to share it. They continue to slap us in the face with these ridiculous 
offers on compensation and still want to take certain things away that we have fought for, yet the whole time they really want us to believe they 
are offering a fair package. Please don’t fall for this act. The company is putting off not only us, but also the public. Those leaders who fail to 
offer us what we deserve are the people we should be getting angry at. If these contract talks haven’t woken you up, I don’t know what will. For 
once, this is the time to dig deep and look out for one another and be united.

Let me ask you a question. Would you rather go to battle by yourself? I don’t know about you, but having 10,000 plus others by my side sounds 
a lot better. This is not rocket science. There is power in numbers, and I can’t stress the importance of sticking together through the rough time 
that this local is going through. I know almost every article I write about has to do with being united, and I will continue to write about it over 
and over again. I will continue to preach about it when I am visiting various stations. Sooner or later, people will listen and finally understand 
the big picture. They will understand what I am talking about.

In the past, our membership has, at least in some ways, been spoiled by the company when it comes to getting a contract negotiated. I think 
everyone would agree this is by far the hardest one we have been through yet. This time around the company is really testing our patience and 
everyone questions why. My answer to that is (and this isn’t the first time I have said this, brothers and sisters) we are negotiating with a different 
Southwest Airlines! This is not the old, happy-go-lucky company it once was, so we as a union really need to just accept the fact the company 
has changed and move forward.

We can’t sit around and wait for the company to just hand us a fair contract. We have to compel them to offer it to us. We have to be the 
aggressor and not be passive. Get more involved. Make sure you are having frequent meetings in your respected stations and that you just don’t 
sit in the breakroom and say, “I don’t need to hear that crap!” Stop being so negative. It drives me crazy when people complain about the lack of 
communication in a station, and they are often the same people that sit on their asses and don’t even walk outside to be part of a j-line meeting. 
I can go on and on about these types of things, but in the end it will be the membership that gets this contract done—no ifs, ands, or buts. It is 
what it is when it comes to that.

In closing, I would like to wish luck to all the members who are running for positions in this union. Let’s show the company we actually do care 
and get off our asses and vote! With spring and summer coming, please be careful. Don’t skip any steps in trying to get a flight out on time. The 
company continues to discipline all agents in ridiculous ways. Make sure you look out for one another.

I hope everyone has a great St. Patrick’s Day and blessed Easter with your family and friends. Let’s go Mets!! (Sorry, I had to fit that in there.)

Can We Get By With Typical?

MCO
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Mark WatersRandy Barnes
District 4District 3

By the time that this article is 
published the Negotiating 

Committee will have visited several 
of the big stations to brief the 
membership on the many trials and 

tribulations that they have experienced during negotiations. These 
meetings covered several very important issues that are near and 
dear to our hearts, ranging from the drastic increase in part time to 
the deceptive practice of over-charging each and every one of us for 
our healthcare. Although these aren’t the only important issues that 
we are confronted with, they represent the diverse nature of the 
issues that we must fight for to ensure our continued existence.

It seems that everywhere I go these days members come up to me 
and ask why the company gave customer service more of a pay 
increase than they offered us during our negotiations. Many have 
said that they would accept the same that customer service has 
received, if offered.

After looking at what the company proposed to us and what the 
negotiators proposed to them it became obvious that the company 
gave customer service pay increases that fall right in the middle 
of our proposals and theirs. To me this is no coincidence. In my 
opinion, I believe that they are attempting to manipulate us into 
accepting less then we deserve. What’s concerning to me is the 
reality of the company increasing all of our health insurance costs 
at a rate over 200 percent higher than the national average for 
healthcare cost increases. This represents the company actually 
charging us more than it cost them and making a nice profit off of 
their own loyal employees.

In addition to this we have recently learned that the company is 
seeking a monumental increase in the amount of part time agents 
at each station. They want to go from 10 percent to 30 percent 
across the board when on average they have never utilized more 
than nine percent nationally. In my opinion, this could lead to the 
vast majority of small stations to becoming fully part time.

You may be asking why 
the company is doing 
these things to its loyal 
employees, who have 
demonstrated over the 
years our willingness 
to do almost anything 
for the company. Well, 

the answer is purely and simply greed, corporate greed. For years 
we all were viewed as valuable assets to the company, but now we 
are considered the sole liability, bleeding all of the profits out of 
the entire company. No one else—just us. Now, the only ones who 
matter are the shareholders, not us.

What have we done to deserve this? Only outworking and 
outperforming any airline in the entire nation for decades and 
causing the company to make record profits year after year. For the 
past two contracts we have been considered to lead the industry in 
pay and the company takes every opportunity to publicize this any 
chance they get. Well, what they won’t say is that for many years 
before that we were grossly underpaid. We all fell at the bottom of 
the industry’s pay scales, with it taking 18 years to reach top out 
pay. They don’t want us to remind them, or you, of this because it 
would expose them as simply greedy corporate giants looking to 

Recently, there have been some 
unfortunate new tactics deployed 

by the company towards members 
within our district. These new tactics 

seem to serve no other purpose than to create a paper trail on as 
many of you as possible. The company loves to tell the world that 
“safety is number 1 at Southwest Airlines,” but nothing could be 
further from the truth. Time after time, our members are punished 
for failing the on-time performance aspect without considering that 
the employees were simply complying with safety standards. I can’t 
stress enough that an arbitrator is a lot more likely to remove a letter 
of instruction from your file for taking a four or five minute delay for 
counting all your commodities before you turned in the load slip to 
the ops agent than if you turned the CBLS in and it was not accurate.

More and more frequently the company has been issuing letters of 
discipline without conducting fact-
finding meetings, and they’re telling 
me it simply doesn’t matter what the 
employee claims. If there’s a delay, 
someone must pay. As long as the 
employee is not being subject to loss 
of pay or discharge, the company is 
entitled to issue a discipline letter 

without having a fact finder, as long as they do this within the time 
frames of our contract. Please consider the following points when you 
are issued a letter without a fact finder:

• Do not argue with the supervisor. He is just doing what 
Dallas is ordering him to do. Simply sign the letter and find 
your station rep to file a grievance immediately.

• Have faith in the system. I will be fighting for you if the 
discipline is excessive, although I probably won’t be bringing 
you to your system board hearing because they overwhelmingly 
deadlock, and it seems clear, at this point, that the company 
doesn’t care what you have to say anyway. If they did, they’d 
have had a fact finder and actually take into consideration your 
testimony during said fact finding.

• We will let the arbitration be the fact finder. Since the 
company has no intention of conducting an appropriate 
investigation and system boards no longer serve a purpose, we 
will out them and their policies in front of an arbitrator and 
let the arbitrator determine whether or not you did anything 
wrong.

Finally, and I can’t stress this enough, if you have an accident of any 
kind, stop what you are doing and find a supervisor. Even if you 
cause a delay, and get a letter, it is more important to report the 
incident so that you don’t get fired. The bottom line is clear: if you 
have any accident, even a minor accident, you must report it ASAP! 
If you don’t report it, they say you will be fired.

Fraternally,
Mark Waters
District 4 Rep

Profits Before People If There’s a Delay
Sombody Must Pay

continued on page 23
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Robert Bettinger 
District 5

On a recent trip to SWA headquarters, I read a quote that had just been stenciled on the wall in one of their 
many newly designed breakrooms. It stated,

Being a Leader is about character…being straightforward and honest, having integrity, and treating People 
right. —Gary Kelly.

My immediate thought was that this quote seemed very out of place in our headquarters. After leaving SWA headquarters and while flying 
back to HOU, I started to read the latest issue of what used to be called Spirit Magazine (now just called Southwest Magazine). In every issue 
of this publication Gary Kelly has an article and this particular article was entitled “Our People Take It to Heart”. The article was about the 
employees and that none of SWA’s accomplishments “would be possible if we didn’t have the absolute best People in the business pouring their 
hearts and souls into their jobs.” Later in the article, Mr. Kelly also stated, “The People-centric Culture at Southwest is one of our most valuable 
cherished assets. We are a family, and it is deeply important to us to take care of each other.” The article also bragged “we have never had layoffs 
or involuntary furloughs”.

The thing about quotes and articles are, unless they are backed up by actions and facts, they 
are only words with very little meaning. For the past four years, since we have been in contract 
negotiations, we have seen very little progress, and not only us but all of the unions on 
property who are currently going through extensive negotiations with SWA (except for IAM, 
who signed a contract that has a provision betting on TWU 555 to get them raise). This does not 
sound like a company that cares about its employees.

But let’s take this a step further. On August 12, 2014, SWA notified our membership about 
“right sizing” seven stations. (That was the company’s language, not mine.) SWA stated, “We 
have revaluated each of our station’s flight activity and staffing levels. This new schedule—reflecting 
Customer demand, the ending of the Wright Amendment, and the Company’s commitment 
to preparing for the next generation of our business—shows us that for Ground Operations, we 
have a shortage of Employees in some locations and overages in other locations. Consequently, we have a need to right-size effective November 
6, 2014, in those locations where we have a surplus of Employees and reposition all of these Employees (if they are willing) to other Southwest 
Airlines locations with openings.” The letter goes on to say, “The redistribution of our most valuable resources will help support our Customer 
Service Commitment while ensuring operational efficiency. However, we don’t take lightly the decisions required of individual Employees and 
the impact to their lives.”

Brothers and sisters, the one station that was attacked the hardest on this layoff was SAT. It was “right sized” by six agents, who had to pick up 
and move so they could still have a job with SWA. The dishonorable and ungenerous action of this furlough came to light in February 2015 
(three months later) when all six agents were asked to return because SWA screwed up. The station had to recall all the agents due to the fact the 
station was now understaffed. Going a little deeper, not only did the station have to recall all the agents they had furloughed. They also upped 
their staff level by an additional eight people. Please understand, the agents were told they had to move. Some broke their leases. (I know of 
one who is still paying for his lease because he just transferred into the station in 
October of 2014.)

Brothers and sisters, I know SWA is a good company, but I really wonder about 
what direction this company is going. Four years without a CBA and forcing loyal 
employees to pick up and move, then requesting additional staffing in the same 
station! Gary Kelly likes to brag about how much he cares for us, but like I said, 
actions speak louder than words.

Your Actions Say Enough
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Kevin Carney 
District 6

Over the last couple of years, the company has gone through various phases of choosing which of the basic 
principles of conduct to enforce more enthusiastically. Hot button topics such as safety, job performance, and 

theft of time have all had their moments in the sun. These enforcements have brought hardship to members, many 
of whom the company terminated and then starved into accepting a final letter of warning and no back pay in 

order to be able to return to work.

The company’s most recent assault on your continued employment is found in the Basic Principles of Conduct, specifically number 16, that 
reads, “Failure to immediately report to your Supervisor an accident or incident involving personal injury or damage to equipment, facilities, 
aircraft, and/or other property in the workplace shall warrant termination.” By “immediate,” the company’s recent stance is when it happens.
The very customer care that made this airline unique has become an Achilles heel. In an effort to turn flights, get bags and freight to our 
customers quickly, providing the once celebrated legendary service that our customers deserve is now a liability to your employment. Recently, 
the company has terminated several employees, who caused minor damage, for not stopping what they were doing to immediately report 
damage to a supervisor. While it doesn’t make sense to stop working to report a scratch instead of delivering customers’ bags to baggage claim, 
this is what the company now requires.

Is getting a flight out on schedule worth losing your job? Imagine explaining to your family why the company terminated you for dropping 
bags off at baggage claim instead of stopping to report minor damage immediately. If you damage something, stop immediately. The company 
has taken this work rule to the extreme that if a supervisor is working next to you and witnesses the damage, it may be too late to qualify as 
“immediately.”

In the past, the company relied upon your common sense in dealing with the situation. If the damage was severe or someone was injured, it was 
reported immediately. If it was something that could wait, you reported it when you could. The damage was still reported but customer care 
came first.

Your new, most pressing work order is to notify a supervisor. Do not move any equipment, as the company may accuse you of hindering an 
investigation. If the equipment is blocking an aircraft from moving, your supervisor will advise you on moving the equipment. If a shear pin 
breaks during a pushback, stop immediately and notify a supervisor.

I would like to think that those agents the company has already terminated and those that the company will terminate for this alleged work rule 
violation will eventually be reinstated. Ultimately, it may be up to an arbitrator to decide if this is a reasonable rule or not. The union responded 
when this work rule changed on August 8, 2013, and maintains that the rule was not negotiated and that the just cause provision of the contract 
will prevail.

I understand that some of the company’s work rules don’t make sense. The procedures in the ground ops manual often take more time and will 
cause delays. However, those are the rules we work under. Those are the rules the company expects you to follow. And those are the rules that 
the company will not hesitate to terminate you for if you violate any of them. What is the solution? Follow every rule to the letter. Follow every 
procedure to the letter. Do walk arounds, don’t step over tow bars, don’t move jetways without a guide man, and always do your brake checks.
On a different note, I have had the opportunity to be part of the rep meetings and station meetings with the Negotiating Committee. The 
committee explained the last pay proposal from the union as well as the last pay proposal from the company and other aspects of our current 
negotiations. It will be for naught if the entire membership is not engaged in the struggle to secure the contract we all deserve.

For those of you in district six, Rick Soliz, the district six alternate representative, has asked to step down as my alternate. Rick has been a 
tremendous help to the membership and me, and words cannot express my gratitude for all he has done. Tyler Cluff has agreed to be the new 
district six alternate representative. Although he has not been formally recognized as a station alternate, Tyler has been assisting in the PHX 
station and brings a valuable and useful set of skills to the position, and I look forward to working with him.

As always,

Noli sinere te ab improbis opprimi.

Immediately, If Not Sooner

ABQ



18

Spring is upon us and so are some 
very important TWU 555 elections. 

The positions of president and treasurer 
of this local, along with station 
representatives from across the system, 
will be voted on. All of the elected 

candidates will take office on May 1st of this year. These positions are 
very important and all of our members need to be a part of the voting 
process. We are taking on more challenges than ever before that are 
very serious. These challenges affect every member of this local, and 
every member should participate in selecting their leadership for the 
next three years. Whether we are voting on our president, station 
representative, or a tentative agreement for a contract, every member’s 
voice needs to be heard.

Our Negotiating Committee has been visiting stations across the 
system, explaining why our members have not seen a tentative 
agreement to date. The letter sent to each of you by the company 
stated that your union leadership was not allowing the members to 
vote on an agreement that the company thought you would like. 
They tried to have you believe that they had proposed an agreement 
that would reward each of you for your hard work and dedication to 
this company. Well, by now all of you should have seen the facts of 
what has been presented by both sides. We are approaching four years 
of being in negotiations, which up until now has been unheard of. 
We are in mediation, but we have no scheduled dates for meetings 
as of the time I am writing this letter. The mediator has decided that 
since there is no movement and we are far apart on the proposals, as 
you have seen, why bother to schedule any meetings.

In the past when SWA was making millions, we would 
negotiate a contract that would have each of you 
receiving somewhere around a three percent 
annual increase in your wages, along 
with retro pay. Now, SWA is 
making billions and they want 
to offer you one percent for a 
couple of the next four years and 
zero for the others. Oh yeah, and no 
retro! The company has made comments 
in negotiations that they have been too 
good to our employees in the past and now they 
have to make up for it.

Many of our members have felt that negotiations would move 
along as usual and then an agreement would be made, as was always 
the case in the past. Now reality has set it with many of you after 
seeing and hearing the negotiators in person. Members of this local 
understand that we must be united in our efforts and have come up 
with ways to show solidarity in securing a contract that will bring 
our salaries back some buying power, to where we once were. We are 
approaching five years, on July 1st, since many of our members have 
had a raise. Have any of your expenses gone up in those five years?
I would like to commend the following negotiators for their hard 
work and dedication during these extremely long negotiations: 
Charles Cerf, John Kaczmarek, Mike Aron, Curtis Clevenger, and 
Alfonso Santoyo. Thank you gentlemen for all that you have done 
and continue to do with the membership’s best interest at heart. I 
would also like to thank Kevin Carney, who volunteered to become a 
part of the team to help bring us to the finish line.

Please continue to stay informed and make sure to exercise your right 
to vote in the upcoming election. Remember, education is power.

Fraternally
Mike Roach
District 7 Representative

Mike Roach
District 7

In 2005, the LAS Safety Team was founded on the 
idea of helping provide the safest possible work 
environment for our local membership and also 
being accountable to them in everything we did.

We didn’t accomplish this idea alone. It was with 
the tremendous support of our membership, local 
contractual team, TWU 555 executive board, LAS 
station leadership and our families at home. Safe-
ty & Health advisors Jesse Soto, Randy Barnes, 
and the late Dale Hollandsworth never wavered in 
their support.

Throughout our history we were blessed to have 
23 talented, hardworking, and selfless people, 
both past and present, contribute to this goal, 
each team member understanding that “We work 
for and are accountable to our local membership.”

On behalf of LAS Safety Team, we say thank you 
to everyone who has been part of that support 
over the last 10 years.

LAS Safety Celebrates 10 Years
—Bill Willis (LAS Ramp)

Okay, It’s Been 
Long Enough

LAS
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Tennyson Berry 
District 8

Life In District 8

First of all, I would like to say thanks to all my hard working Representatives in District 8.   Through your 
efforts you have helped to turn District 8 around, making it a very successful district, plus making it possible 

for me to accomplish more while representing the membership as a whole.

Secondly, as we entered into 2015, by the way which is moving rapidly, I met with a majority of elected Reps and some of their alternates for 
a two-day Fellowship/Unity event.  The focus of this event was on goal setting, training and improving processes.   We looked at the problems 
within the system and received feedback on what their District Rep could do better as well as what tools are needed so they can do a better job 
providing UNION representation.  As we brainstormed ideas, I found there were some issues within District 8 which needed to be resolved.  
One of my short-term goals is to develop a mission and vision statement so that all the representatives will be on one accord.  The training 
part of this event proved to be essential and invaluable.  I was able to determine who had expertise in different areas and our overall strengths 
and weaknesses.   I must say District 8 is fortunate to have the UNION leadership that it has at each station.  With continued collaboration 
and a clear vision, we will be even more successful in 2015.

Thirdly, when I came on board I heard rumors that this District needed work and particularly the Denver station.  I can say it has been a 
challenge, but also a great road to travel.  After looking back on my 22-month journey, I can say I have learned a lot and have met some great 
people within District 8.  With that said, as of February 20, 2015, I have appointed Abilio Villaverde as my alternate District Rep. Abilio 
resides in Denver and is the Ramp Rep. Without Abilio, his staff and their membership’s hard work it would have been close to impossible 
to turn the Denver Station around.  I would like to give a special thanks to the membership in Denver, OAK Reps Anthony Alexander and 
Ken Fleming, and PDX Rep Nelson Sossaman. I want to thank as well the other Station Reps in District 8 who have done a great job in 
maintaining their stations. 

Finally, the elections are here and hopefully a contract will follow shortly afterwards.  It is time to make some decisions on which way to go.  I 
encourage the membership to get out and vote.  Make a difference.  We need participation from our membership.  This has been the longest 
and hardest negotiation that the union has had to deal with in long time, but let us not forget we have made some progress over the three 
years and running with negotiations.  We must band together Brothers and Sisters, and continue to stand strong in solidarity to show a united 
front.  Let us stop complaining and playing the blame game and make some change.  Let us start with the upcoming elections this year and 
next year.  This is the time to start looking and listening to make sure that we have the best leadership in place to negotiate the best contract 
for all.  Let the leadership hear you loud and clear. 

UNITED WE STAND AND DIVIDED WE FALL
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2797 2014 FINAL TOTALS

126
51
972
189 70

10 2 114

PENDING
29

PENDING
19

462 Year to Date 2015
0
0
193
28 5

0 0 0

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

The current arbitration and system board statistics reflect 
that particular year, not that particular time frame.

There has been an upswing in discipline for minor and inconsequential incidents of equipment damage and the failure of 
agents to report said incidents. In late July of 2013 the company put out a modification to BPC #16. It now states, “Failure 
to immediately report to your Supervisor an accident or incident involving personal injury or damage to equipment, facilities, 
aircraft, and/or other property in the workplace shall warrant termination.” The union sent a position letter addressing our…

concerns, position, and stance of the Union in regards to this memo. On the surface the memo seems reasonable if applied judiciously and with 
common sense. Safety is the #1 concern for the parties. We would like to point out that there may be some occasions where the immediate 
reporting is not physically or feasibly possible. I would reiterate that the CBA was negotiated between the parties and the BPC’s are not. The 
memo states that violating this BPC “shall warrant termination.” The prior language stated “may range from a reprimand to discharge.” This 
addition to and strengthening of the verbiage when applied to the “just cause” provisions could be in violation. The parties have negotiated “just 
cause” provisions and any discipline, including termination or discharge, will be weighed against that criteria. Each case will be judged on its 
individual merits to determine whether to grieve the BPC #16 application.

This letter clearly stated the intention of the union to grieve any discipline administered that did not qualify for just cause, 
in our opinion. To no one’s surprise the rule is not being applied reasonably. There has been an overzealous and arbitrary 
application of this rule and has resulted in excessive discipline given to our members. On the surface this rule seems very 
reasonable. If there is damage caused to an aircraft it is extremely important to report it, due to the bearing on safety of the 
flight.

The company has terminated many agents for failing to report an accident for hitting a bollard while running cargo or 
delivering transfer bags. There were no supervisors readily available (must have been in a team cuddle) and the agents 
continued to perform their job with the intent of telling a supervisor when they saw them. Their mistake was caring about doing 
their job and attempting to deliver customer service.They have disciplined agents with lengthy unpaid suspensions for running 
into baggage carts, basically scraping the paint of the tug (SWA couldn’t identify which one of the hundreds of scrapes was 
caused by these incidents. Have you looked at our paint jobs on the equipment lately). Real world in the life of a ramp agent: 
We work in crowded work environments and at a fast pace. Scrapes, scratches, and bumps are going to take place. Accidents 
happen!

If you have any accident, or even an incident, no matter how trivial or minor, make sure that you stop immediately and find a 
supervisor to report it. An on-time departure and good customer service are not as important as maintaining, securing, and 
providing a better quality of life for your family by your continued employment. If the incident was not due to gross negligence 
it should not result in termination, if any discipline. The rule is not being applied reasonably. Do not put yourself in jeopardy 
and without a job while the union fights your grievance.

TRENDS & CONCERNS

Grievance Tip: When filing a grievance, to ensure that your grievance was faxed and received in the office call the office at (800) 595-7672 and confirm 
the receipt of your grievance. Help your station representative by researching your issue and get all the documents needed to process your grievance 
that are available or in your possession.
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Cort has had more than his share of troubles with 
the company. He has become progressively more 

involved with the union over the years and, as a result, 
has plenty of wisdom to pass on to his coworkers.

He has worked with us on the RNO ramp since 1999. 
He first became interested in working more closely 
with our union around 2004. He spoke with District 

Representative Mike Roach during 
one of Mike’s station visits. Mike 
persuaded him to become more 
involved. One of Cort’s first 
opportunities to serve the union 
was as a delegate to the Nevada 
Conference of the AFL-CIO. This 

was natural for Cort, as 
he possesses a strong 

interest in politics 
and current events. 
Since then, he has 
also served for 
eight years as an 
alternate station 
representative 
as well as a 
brief stint 
as alternate 
district 

representative under Tennyson Berry.

Cort is newly married with a baby on the way. He 
also has two sons from a previous marriage. He is an 
admitted “movie nut” who has recently set his mind 
to getting off the couch and becoming more active by 
riding his mountain bike.

The summer of 2013 was a tough time for Cort. The 
company falsely accused him of writing in the bins and 
terminated his employment. This caused considerable 
hardship. He was forced to sell his home and spent the 
summer working with Mike Roach to get his job back. 
In the end, justice prevailed and Cort gained intimate 
knowledge of the arbitration process through his 
experience.

He offers us some sage advice: If you are accused of 
wrongdoing be sure to grieve it. Don’t allow a first or 
second letter of warning to go unchallenged. It is a 
lot harder to fight accusations after they have reached 
the level of a final letter of warning. Secondly, if you 
observe a contract violation or something that seems 
questionable don’t be afraid to stand up and say 
something. The contract is only strong to the extent that 
we are all willing to defend it.

Cort has recently been asked to serve our local as 
an arbitration consultant. He will assist the district 
representatives with arbitrations. This involves some 
paralegal work, preparing documents and writing 
briefs. He also will be handling some of the overflow of 
termination grievances.

Let’s congratulate Cort on his new position and thank 
him for his years of service to labor and to our local.



22

Amid all the noise and political posturing in Washington, it is 
worth taking a step back and asking, “Who will defend the 

working stiff?” We no longer live in a world where a young man, 
straight out of high school, might reasonably expect to land a job 
capable of supporting a family in a modest home. This is a rarity 
these days, yet it should be noted that this was always a difficult ideal 
to obtain for anyone but white males. Pundits and politicians like 
to bemoan our changing culture while often ignoring underlying 
economic strains.

Today’s working families are stretched and stressed perhaps more 
than they have been since the Great Depression. The decline in 
spending power of working families over the last four decades is well 
documented, as are the soaring costs of healthcare and education. 
Two-income families are an economic necessity for most. A 
patchwork of full and part-time jobs is common. Employers over the 
last decade have come to demand greater “flexibility” (i.e. mandatory 
overtime, part time work with just below full time hours, out-
sourcing of work, last minute scheduling or scheduling of shifts that 
are convenient for the boss but make a stable home life impossible). 
Obtaining a good work-life balance for many has become more 
elusive than before. 

This has all taken a terrible toll on the family. What happened to 
the nuclear family with the one breadwinner? Columnist Catherine 
Rampel of the Washington Post offers us a clue:

Forty years ago, about nine of 10 American men between the ages of 30 and 
50 were married, and the most highly paid men were just slightly more likely 
to wed than those paid least. Since then, earnings for men in the top tenth of 
the income distribution have risen and their marriage rates have fallen slightly, 
from 95 percent in 1970 to 83 percent today. […] [M]en in the bottom quartile 
of earnings have had a wage cut of 60 percent, and a contemporaneous drop 
in marriage rates to about 50 percent, from 86 percent.

W. Bradford Wilcox of National Marriage Project, a pro-marriage 
think tank, concludes in a recent essay in The Atlantic magazine, 
“The research tells us that men’s income remains a strong predictor of 
marrying and steering clear of divorce court.”

There is an even darker side when we consider the more recent effects 
of the Great Recession. Economic down turn and unemployment 
numbers closely correlate with suicide rates. The Dallas Morning 
News documents this trend with particularly grim consequences for 
its home state:

There were 4,750 more deaths from suicide during 2008 to 2010 compared 
with the previous eight years. And for every rise of 1 percent in unemployment, 
there was a 1 percent increase in the suicide rate. The state with the strongest 
correlation between unemployment and suicide was Texas.

In the aftermath of the recession, Americans are more likely to die from suicide 
than from car accidents. And middle-aged adults — those most likely to lose 
their jobs during an economic crisis — have overtaken the elderly as the age 
group at highest risk of suicide.

The demographic that has been hardest hit is middle-aged men, the traditional 
breadwinners.

Baby boomers have been particularly affected by this trend. Reasons 
for suicide are often complex but there are some unique pressures 
that this generation has faced along with the economic hardships 
that the whole nation has faced. Baby boomers often experience the 
demographic squeeze between parents who are living longer than 
in previous generations and require care and children who, due to 
economic troubles, are starting later in life or returning home. This 
pressure on both time and money make it more difficult to achieve a 
satisfactory life-work balance.

So how are labor unions a remedy for what ails American families? 
There are the more obvious ways that union membership benefits a 
worker and, indirectly, his or her family. Higher pay, more vacation 
time, more sick time, longer severance pay, and larger retirement 
contributions have all been known to correlate with unionization. 
But a report by the UC Labor Center, “Family Friendly Workplaces: 
Do Unions Make a Difference” points to some less frequently 
considered differences:

Access to Paid Leave: Unionized workers are more likely to receive fully paid 
and partially paid family leaves. Comparing hourly workers who take leave, 46 
percent of unionized workers compared to 29 percent of nonunionized workers 
receive full pay while on leave.

Flexible Paid Sick Days: Unionized workers are 1.3 times as likely as 
nonunionized workers to be allowed to use their own sick time to care for a 
sick child, and they are 50 percent more likely than nonunionized workers to 
have paid personal leave that can be used to care for sick children. Private-
sector unionized workers are 10 percent more likely than nonunionized 
workers to have “illness leave,” a measure that includes a combination of paid 
vacation, paid sick leave, paid family leave, and paid personal leave.

Family-Friendly Health-Care Benefits: Companies with 30 percent or more 
unionized workers are five times as likely as companies with no unionized 
workers to pay the entire family health insurance premium. Even when 
unionized employees are required to pay part of their family insurance 
premium, they pay a much lower share of the premium than nonunionized 
workers do—13 percent of the premium compared to 32 percent.

Child-Care Benefits: In the private sector, 19 percent of unionized workers 
compared to 10 percent of nonunionized workers receive child-care resource 
and referral services from their employers. Additionally, 37 percent of 
private-sector unionized workers compared to 31 percent of private-sector 
nonunionized workers have dependent care reimbursement accounts, in 
which part of their salary is set aside each month on a pre-tax basis to pay for 
eligible child-care expenses.

Besides what can be won in in a union contract, one must consider 
the role that unions play in pushing for changes that improve the 
quality of family life for all workers and not just their members. 
Organized labor played a key role in winning the Family Medical 
Leave Act, the first national unpaid family leave legislation. On the 
state level, unions were a major part of the coalition that won the first 
paid family leave legislation, The California Kin Care Act.

In regards to the FMLA, the report’s authors point to another 
important way in which unions help working families. They found 
that workplaces that have union a presence are 1.7% more likely to 
comply with this law. They call it the “facilitation effect”. Workers are 

►

Labor of Love: Unions Defend Family Values
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decision not to seek another term as our President. He has been a 
friend, mentor, and partner in the fight to better the lives and quality 
of living for this membership. We have had our share of “differences 
of opinion”, but he always let Jerry be Jerry. His leadership and 
guidance will be missed.
Please vote in the upcoming election. Act responsibly and weigh the 
qualifications of the candidates. It is not a popularity contest. It is 
an honor to serve the best and hardest working ramp, provisioning, 
operations, and cargo agents in the airline industry. God bless all, 
keep each other safe, and enjoy the fruits of your labor with your 
family. 
Fraternally,
Jerry McCrummen

Nothing’s going to change. We have caught this handful of managers 
numerous times and nothing is being done about their behavior. I’m 
telling you to protect yourselves also and transfer out.
Guys, you see the same managers roaming the terminals watching 
you work instead of actually managing, which is probably one of 
the reasons your station is screwed up. These vindictive managers of 
whom I speak, and a few at certain other stations, are only interested 
in disciplining and terminating employees. If something happens, it’s 
your fault. Never mind the fact they’re not doing their job. They need 
someone to blame to show that an issue has been addressed. And 
some of you guys are making it way too easy for them.
By the book, guys. By the book. Document any irregularities as they 
happen on OTIS, dispatch reports, or any other form of paperwork 
you can gather at the moment. A week later, you will most likely 
forget what actually happened. Document irregularities as they occur 
and get other agents to do the same as well, so you don’t forget what 
happened. If you have no choice but to stay at your current station, 
you have to be smarter. 
Now, the second part is knowledge. I won’t go too deeply with this 
since we all know how important it is to have knowledge. The more 
you know, the more you understand what can and cannot be done. It 
keeps you out of trouble. Knowledge helps you choose the best course 
of action when encountering a new or unusual set of circumstances. 
We have many agents and members of management who don’t know 
what they’re doing. Many on both sides don’t take the time to learn 
either the collective bargaining agreement or company policies, unless 
they have to look something up after the fact. I can’t tell you how 
many times I’ve asked questions, on both sides, and no one has a clue 
what I’m asking or why. I’m very surprised at how someone can climb 
the corporate ladder or have so many years with the company as an 
agent and yet can be so unfamiliar with both the CBA and company 
policies. Some of you might reply, “Well, Mike, you’re a district rep. 
You do this every day for a living.” And that is very true, but it’s also 
true that I studied the CBA and company policies and got involved 
with the union within my first year with SWA. And it’s also true that 
many, many reps out there, who don’t have that much time with the 
company, are very familiar with both the CBA and company policies.
I’d also like to add that I have been getting good responses with 
one of my past articles. That article dealt with agents going 
into the GOM (ground ops manual) and printing out their job 
responsibilities. Again, knowledge. Soak yourselves in it every time 
you can. If you’re a bag runner, print your responsibilities out. If 
you’re an ops agent, print them out. If something happens on your 
flight, look it up right away after you call for a sup. That way you 
guys have an idea on how to proceed forward. Don’t just rely on 
the sup because if he or she messes it up even worse, you’ll be the 
one that’s left holding the bag. Trust me on this. I’ve seen it happen. 
Always remember, management makes the rules, and they also break 
the rules. I have at least two stations in my district where that is very, 
very true.
What would happen to you if you came to work when you felt like 
it? And I’m not talking about being late. I mean choosing not to 
show up at all. What would happen to you if you got caught lying 
either in a fact-finding or a system board? What would happen to 
you if you didn’t report an accident? What would happen if you 
willfully violated the CBA or company policies? What if you set an 
agent up, terminated that employee, and then get caught lying about 
it in a system board? I’m not saying these things just to offer what 
ifs; these things have actually happened, and some are still occurring. 
No matter how many times agents have complained to me and I’ve 
complained to HDQs, from what I’ve seen, not much gets done. So 
do yourselves a huge favor. Load yourself up with knowledge every 
time you get a chance. Remember to be safe and take care of each 
other because no one else will.

Martinez ContiuedLegislative Awareness Continued

McCrummen Contiued

Barnes Contiued

more informed about the laws that are designed to protect them and 
are less fearful of being fired or disciplined for taking advantage of 
these protections. Non-union companies are less motivated to inform 
employees of their rights or often ignore the law outright.
The Labor Center report suggests that as a whole, unions have failed  
to respond to the scheduling issues that have really come to plague 
retail workers in particular. They attribute this to the fact that unions 
have historically fought to protect fixed shifts. The birth of the 
modern American labor movement began with the fight for the eight 
hour day. They have proved suspicious of attempts to tamper with the 
established workday. After all, many elements of the union contract, 
like overtime, are built around the eight hour shift. With the possible 
exception of some powerful locals in female dominated occupations 
like nursing, not much progress has been made on this front. This is 
something for today’s labor unions to think about and address at the 
bargaining table.

There is one recent example of a union acting to protect the rights 
of non-members on this very issue of scheduling. There is a tiny 
union that has managed to organize a few Starbucks stores in 
major American cities. The Starbucks Workers Union, a local of 
the Industrial Workers of the World, has succeed in drawing public 
attention to some of the company’s worst scheduling abuses, like 
the dreaded “clopening” shift, where an employee is forced to open 
a store and then return at the end of the day for the closing shift. 
Starbucks has publicly announced revisions to its computerized 
lean scheduling program, in large response to pressure and negative 
publicity brought upon them by this feisty little organization.

Quality of life issues matter for families. Unions can expand the 
meaning of “family values” to include the stability and economic 
means for families to prosper.

profit at the expense of their employees. Nothing more, nothing 
less. Just greed. Profits by any means necessary!

With that said, we must show an unprecedented level of unity now 
more than ever. We can do this by following your Ground Ops 
Manual and your training to the letter. If you’re not sure of what 
to do then look it up and print it off so that you have it handy. 
There are many ways that we can and will use to help move these 
negotiations along, but the only way that we will be successful is if 
we do this in a unified manner.

United We Stand!!
Randy Barnes
District 3 Representative
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In December, Delta Airlines fired a 26 year ramp agent at MSP. Why? He stood up for 
his fellow workers and spoke the truth. Hedges, a long time union activist who started 
at Northwest Airlines before the merger with non-union Delta, has been an outspoken 
advocate for the “Fight for $15 Campaign” at his airport. This is a movement for a $15 
minimum wage for all workers at MSP. It is part of a national campaign to raise the 
pay of low-wage workers.

What did he do specifically that Delta didn’t like? In an interview with an online 
media channel advocating labor rights, Kip commented, “A lot of the Delta workers 
make, um, under $15 an hour. As a matter of fact I would say probably close to half 
make under $15 an hour. So there’s a lot of them that understand how important this 
is. And a lot of the, the better paid workers also understand that the bottom has to be raised. Otherwise, the top is going to fall as well.”

That was it—a 26-year career gone. The company claimed he violated a company policy prohibiting “untrue or disparaging” public comments. 
They haven’t even challenged the validity of his statement. Management was merely embarrassed by the public disclosure of the wages they were 
paying while the company is posting enormous profits. You or I would have a very good chance at vindication through fact finding, a system 
board hearing, and/or an arbitration, but a non-union airline employee can be dropped just like that. That’s something to think about.

I spoke with Kip over the phone. He’s a stand up guy. And he has a keen understanding of what it’s all about. I certainly agreed with him when 
he told me that labor needs an overarching, unifying vision. As he said, “When we are all off on our own, we are dead. We must organize as a 
class.” He likened the Fight for $15 Movement to the struggle for the eight-hour workday over a century ago. I think that is a very good analogy. 
The eight-hour workday movement brought together many elements of society, energized the labor movement, and inspired other fights for 
social justice that we all benefit from today.

As of this writing, I do not know if Kip will get his job back. Delta meant to make an example of him. But they may regret their actions. They 
are under enormous pressure to do the right thing. His firing has given new life to efforts to organize the ramp at Delta and it has inspired more 
fight in the movement for $15 at MSP. However, when a company does not have to demonstrate just cause before an arbitrator your chances are 
pretty slim.

The good news is that the law is on his side. Speaking about working conditions during a union drive is protected speech and the International 
Association of Machinists is prepared to file a suit for wrongful termination on his behalf in federal court. It just may be a long, tough fight. It 
will likely be a lean Christmas for his family this year. Kip assures me that whatever happens he is “not backing down.” And I believe him. So 
here’s to our union brother Kip Hedges!

Who is Kip Hedges? — Brad Pinchot (ONT)
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By Joe Maniscalco
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New York, NY - If the biggest retailer in the world thought that bumping up the salaries of low-paid, struggling workers would 
weaken efforts to establish a true living wage and the right to form a union, they’re probably going to be a little disappointed. The 
coalition that successfully fought to establish a $15 minimum wage in Seattle, for instance, says that Walmart’s decision to raise 
staff wages to $10 over the next couple of years, is actually a clear signal that organizing and mobilizing for workers’ rights is 
beginning to yield results. “15 Now demands $15 an hour, full-time schedules, and a union for Walmart workers,” 15NowNYC spokesperson Daniel Kroop 
told LaborPress. “A paltry $10 an hour from the world’s greediest employer is still not nearly enough. Through organization and continued struggle greater 
victories will be possible.”

Maria Myotte, spokesperson for the Restaurant Opportunities Center United - the national group fighting to eliminate the sub-minimum wage for 
tipped workers, agrees, and says it’s jut a matter of time before we see similarly systematic changes in how the restaurant industry pays its own work-
ers.“There’s already a major shift in how the public sees the tipped minimum,” Myotte told LaborPress. “Nationally, 71 percent of Americans support 
raising the lower, tipped minimum wage to match the full minimum wage. And restaurants employers across the country are introducing business models 
that pay living wages in addition to or as an alternative to tip-based model. Several states are also gearing up to introduce ‘One Fair Wage’ legislation.” 
Over the last few years, Walmart workers across the nation have been at the vanguard of worker rights, protesting and demonstrating, walking off the job, 
and subjecting themselves to arrest -- all in an effort to change the prevailing anti-worker paradigm in the U.S.

“Walmart workers have shown how solidarity is powerful enough to move the biggest employer in the US,” Hector Figueroa, president, 32BJ SEIU, said in 
an email. “This victory is inspiring all low-wage workers to keep up the Fight for $15 and the fight for union rights. As one of the world’s largest companies, 
Walmart needs to do more. We’ll keep fighting until all working people have good jobs with family-sustaining pay and benefits.” Bruce W. Both, president, 
UFCW Local 1500, lauded the unfailing tenacity of Walmart workers and the ensuing pay raises, but says there are real questions about whether the com-
pany is truly commited to improving jobs, or simply trying to quiet the concerns of OUR Walmart members, investors, shoppers and taxpayers. “We don’t 
know what this means for our hours – as more and more workers report that they are not getting the hours they want and need,” Both said in an email. 
“The truth is that this raise, especially without any guarantee of hours, is a promise that falls short of what we need to feed our families.”

WalMart Raises: It’s Not Enough


