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Finding an Agreement – Let the Numbers Speak
As most of you have read in our recent negotiations update, the National Mediation Board (NMB) will not
consider scheduling any additional mediation sessions until the parties jointly reconsider their positions. The
NMB states that we should “jointly persuade the Board that progress can be achieved.” Keep in mind that
the union and the company can meet without the mediator present or involved in any way. We have done
this in the past and are considering this option moving forward in these negotiations.
Where do we go from here? After three years of negotiations, your negotiating committee felt that the
membership should know what is on the table. On August 4th, we met with some of the other negotiating committees, also currently
in negotiations with SWA, at the quarterly summit. These summits have been effective in sharing data and staying united on issues that
would negatively affect bargaining agreements across the board (for example, standing together and saying “no” collectively on proposals
like the company’s Comprehensive Disability and Retiree Healthcare, previously named Absence Management). We are now all standing
firm to maintain our salary continuation, which has been in our agreements since 1976 – and as we all know, with the new Southwest it
is more important now than ever.
A direct result of our members’ hard work during very difficult working conditions was the second quarter earnings report of $485
million dollars, excluding special items, along with the 17.1 percent ROIC. We had hoped that these outstanding earnings would foster
a positive shift at the negotiating table. Instead, they passed over the pay proposal we sent you in our update, and gave SWA employees
$200.
Airline economist Dan Akins provided the following information and visuals:

Shortly after SWA announced record breaking profitability for the 2nd Quarter 2014, SWA issued a presentation which contained a number of time series charts depicting the
changes in SWA’s unit costs since 2Q 2010, as well as the change in SWA unit costs (excluding fuel) since 1Q 2009 versus other carriers. The charts provided by SWA had a
10.7% increase in unit operating costs (less fuel) between 2Q 10 to 2Q 14, and the highest increase (31%) in unit costs (ex. Fuel) relative to other carriers since 1Q 2009. What
the SWA charts do not show is the change in SWA labor cost component during this period nor a discrete comparison of SWA unit labor cost changes (excluding management) to
changes in unit labor costs at other carriers.
The two charts contain similar measures of SWA’s unit costs, but focus only on changes to SWA’s labor costs over approximately the same time period. As chart 1, bottom left
shows, SWA’s labor unit costs (excluding management) increased at near the lowest rate in the industry, ranked just above bankruptcy affect American and a rapidly expanding
Hawaiian Airlines.
Chart 2, bottom right, highlights the change in SWA unit labor costs, excluding management, over the time period 2010 to 2013. As shown, SWA’s total labor costs, excluding
management, were essentially flat during the period 2010 to 2013, increasing by only 2.7% despite the absorption of Airtran employees. These figures stand in stark contrast to the
overall SWA unit costs (ex. fuel) increase of over 10% shown on SWA slides at page 10.
Labor costs are a subset of unit costs depicted in SWA’s charts on page 10 and 11 of their 2Q results presentation. Any inference SWA intends to draw from their charts regarding
labor costs are obscured by large increases in non-labor costs. As shown in the charts above, SWA labor costs have remained virtually flat over the past four years, while SWA’s
unit labor costs have increased at near lowest rate among competitors since 2009.

As you can see from recent pay proposals provided to you, and based on the data contained in the included charts, TWU Local 555 is
working hard to balance the needs of our members while keeping Southwest Airlines profitable and competitive. We all want Southwest
Airlines to remain successful, and we are committed to negotiating in good faith to reach an agreement that protects your future and our
airline.
Fraternally,
Charles Cerf
President
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Jerry McCrummen

Vice President

I wanted to give the membership an update regarding a grievance and a subsequent arbitration
that has just concluded. The union had filed a group grievance, TWU-ALL-5001/14 over the
company’s actions. On January 7th the company decided to implement what they called the
“Emergency Procedures” memo, which dictated that if you called in sick that you had to go to a
doctor to verify your illness. This requirement is not in the CBA but the company thought they
could expand their management rights and make this a legitimate work order. The company had
tried to get this type of language into the 2001 contract. The verbiage was in Article 23.G of the
tentative agreement that was resoundingly rejected by the entire membership as being too onerous.
In the ratified agreement (orange book) that we subsequently approved and ratified by the membership which we worked
under, the language was removed and the company did not, until after the first arbitration date of this grievance, attempt
to propose or negotiate for that right. It is an arbitral standard that if you tried to negotiate and failed to secure language in
the CBA that you are unable to then unilaterally or arbitrarily implement such language or rights. This arbitration has gone
on for five days, spread over four months, and the presentation phase of the grievance was concluded on Friday, August 8th.
It probably will be the latter part of October before a decision is received from the arbitrator. Due to the importance and
the difficulty of the case, both parties decided to use outside counsel. There were 4 lawyers, 2 expert witnesses, a company
and union representative (yours truly), a district representative, paralegal, and a court reporter, that were around the table
presenting the case to the arbitrator. I had to listen for five days how this was a job action or sick out due to the state of
negotiations. That is ludicrous; when 89% of the scheduled agents show up for work and it is isolated to one station and
members from other stations (152) go into help their fellow union brothers and sisters. Paul Harvey, a well-known radio and
television commentator had a well-known saying, “Now for the rest of the story.”
In the first two weeks of January 2014, Chicago was hit with the worst cold weather in 100 years. With the snow,
temperatures, and winds the working conditions were dangerous, unsafe, cumbersome, and very taxing. The wind chill
factor fell to as low as -42. The fueling equipment, baggage moving equipment, and the snow plowing capabilities were nonexistent at times due to the fuel lines becoming frozen. The conditions were absolutely horrendous. The company made the
determination to bring in temps from other stations to help out during this time of crisis. There were 152 of our dedicated
and hardworking members from around the system that went to MDW to willingly subject themselves to these deplorable
and treacherous working conditions. The station was under the authorized staffing by 34 agents. It was the beginning of free
days being available starting January 1. There were about 21 agents daily on free days. The vacation accrual was available
for all agents for usage beginning January 1st and about 20 agents took advantage of their contractually earned time off.
That is 75 open shifts before one sick call. The union recognizes that there were a significant number of sick calls, but it was
during flu season and the aforementioned WX conditions, which agents were being forced to work doubles in, to the point
of exhaustion. There were more problems than just the weather and absenteeism. It was the start of new federal duty regs for
pilots that impacted their availability. The pilots were timing out, some while trying to get to a gate and were unavailable for
further assignments. Then the flight operations phone system crashed and failed due to the overload, and crew scheduling
was in the dark and couldn’t staff the flights. Local management in communicating with dispatch decided and opted to keep
bringing in the flights instead of cancelling or diverting flights.
Prior to the start of the 4th day of arbitration, the arbitrator tried to mediate an agreement or settlement. The company’s
proposal for consideration, to be put in a side letter of agreement, was for the union to allow them to do what they had
already done when they issued the Emergency Procedure memo. They offered nothing in exchange for this verbiage. They
just wanted it! Kinda’ sounds like the current state of negotiations doesn’t it? This company has made over a billion dollars
the last three years on the backs of this membership. While we patiently await a new CBA we have capably and professionally
continued to work in order to bring record profits for SWA. I am a topped out agent, I have not had a raise or a “bonus” in
4 years. Wait, I received a $134.00 ROIC bonus on August 8th. I am very appreciative of the money, but I would rather have
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continued on page 22

Amye Hollins
Leave Specialist

What You Don’t Know WILL Hurt You

It is important to glean and gather information when and where it is readily available. More
importantly, you must glean and gather information from motivating forces that do not have
anything to gain or lose by providing said information. Lastly, it is important to receive the
information from a valid and reliable source.
Southwest Airlines previously operated by generating lots of paper. It seems in every work group the company is striving for
less and less paper. Of course, in this rapid information age everything is going toward the computer and the online efficiency
and capability that that offers. Some work groups were quicker to be motivated to change, because the way they work and
report for work is different from the way our work group works and could be seen as an advantage by that particular work
group.
The company has continued to push agents to swalife.com for every work need. The first and most aggressive might have been
when the company required you to sign in to view your pay stub. There is at least one agent whose name I can recall from
STL who still has a hard pay stub delivered to her. There may be a few other hold-outs. But, for the most part each of you
goes online for at least this information if it’s important for you to view.
In 2011, Southwest Airlines made the big move to be approved to communicate all FMLA concerns to the agent through
their WNCO account; which must be accessed through the swalife.com portal. This move is a move that other companies
have made. Southwest has attempted and has successfully moved all FMLA notification to swalife.com.
This is where I get involved.
It is imperative that agents know that they are required to access and check their WNCO email account in order to
successfully and effortlessly keep up with your FMLA application process. The claim is still initiated by calling 1-800476-7130, but all notifications, clarifications, denials, and approvals will be sent to only that account address. Please note
that even if you do not know your WNCO address, that is where your notification will be, even if you customarily use
“number1DALagentrocks@.rampmail.com” on every other company document, your FMLA notification will still end up at
your WNCO account!
Another important thing to remember is that if the company has any important notice or updates regarding city, state,
and federal information, that information will be sent to your company email address, the WNCO account. Recently,
in California news began to spread around the stations that agents had the authority to choose their own physicians
for treatment of workers compensation injuries. This is not new information, and the company had previously posted
informational notices for California agents and also sent notices to California agents via their WNCO accounts. Those
agents who continue to swear by the “I’m not signing-in” motto were left in the dark. It is important that you choose to be
informed by any means necessary if you choose to request a benefit or protection from the company. It serves you best to sign
in and “open up” to being informed. Considering I am not an employee of the Southwest Airlines I do not have access to
swalife.com and, furthermore, I do not have a WNCO account. I only found this information out because a knowledgeable
concerned union member brought it to my attention, and I am now attempting to bring it to more agents’ attention so that
what you don’t know won’t end up hurting you!
If you have questions regarding this matter or any other “leave” related issues, please don’t hesitate to call me at the union
office for guidance.
Amye L.T. Hollins
Leave Specialist
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Safety
&
Health
Committee • Report
Total 555 members on OJI as of January 17, 2014: ???
Safety and Health Report
Work safe, Work smart, Stay healthy

Protect Yourself in the Heat
A message from your Safety and Health Committee:
With the summer heat in full swing it is important that you know the health risk associated with heat exposure.
Heat rash
Occurs when sweat can’t evaporate from your skin. It can make work activities difficult to perform
Heat cramps
Occurs when salt your body loses from sweating isn’t replaced. They affect the muscles you use most
and can set in after you’ve left work.
Heat exhaustion
Develops when your body has lost too much fluid. Signs of heat exhaustion include damp, flushed
skin, feeling tired, nauseous, headachy, or giddy.
Heat stroke
Is life-threatening. Your body can no longer cool itself. You may have hot, dry skin, experience
confusion, convulsions, or loss of consciousness. Heat Stroke can kil. If you or a coworker
experience symptoms, call 911 and get emergency medical help!
It is important that you Protect Yourself!!!!
Know and report early signs and symptoms.
Drink water frequently.
Take Breaks in cool, shaded areas.
Wear light-colored, loose-fitting Clothing
Report problems with heat, Air Conditioning or drinking water
Keep in mind that even though no OSHA standard exists on heat breaks A SAFE WORKPLACE IS YOUR RIGHT.
DO N ’ T “ T O U GH IT OU T”.. A SU P ERVIS O R O R C O WO RKER MUS T TAK E YO U T O
A C OO L ER A R E A IM M E D IATE LY IF Y O U FEEL FAINT, DIZZY O R C ON F U SED . .
IT IS A MEDIC AL EMERG ENC Y !
*Source TWU International Health and Safety Task Force
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There is No Future Without “U”

– Patti Adams

The mission of the AFL-CIO’s young worker program is to educate,
empower and mobilize the next generation of labor leaders. The goal
is to educate young people on the history and values of the labor
movement, and to empower them to take an active role within their
communities for the benefit of all workers. The University of Arkansas
Labor Education Program and the Arkansas AFL-CIO sponsored
a conference July 23rd-July 25th in Little Rock and three young
members from TWU Local 555 attended including Greg Gamboni, TPA
Ramp; Markel Ricks, LIT Ramp; and Moye Wicks, HOU Ramp.
The conference workshops included “Why Unions Still Matter,”
“Thinking Union; Talking Union,” “Mobilizing with Social Media,”
and "Developing Power in the Workplace", all aimed at educating
young workers and developing union leaders to foster solidarity
and strengthen their unions. More than 60 energetic, young union
members from six states participated in the conference representing
the Communication Workers of America, the International Brotherhood
of Electrical Workers, the International Brotherhood of Teamsters, the
Office and Professional Employees International Union, the United
Food and Commercial Workers, the United Steelworkers, and the
Transport Workers Union.
“It’s about teaching people about labor issues so in the future we have
people prepared for leadership roles in our union,” said Greg Gamboni,
TPA ramp agent and station representative. “In today’s environment,
the threat of union busting in ‘Right to Work’ states, outsourcing,
sending jobs overseas, and lower wages make unions even more
essential to fight for the middle class. We’ve got to stick together as a
whole.”
Today’s young workers are part of the largest generation to enter the
workforce since the baby boomers. At TWU Local 555, we have almost
2,400 members who are 30 years of age or younger, so educating and
empowering young workers is important to our future and the strength of our union.
“The conference made me want to get more involved in our union; it’s important for the union to be the voice
for all members,” explained Markel Ricks, LIT ramp agent. Moye Wicks from HOU ramp explained that without
unions workers would fall victim to lower wages, reduced benefits, and outsourcing.
To close the conference, participants were asked to
write down two words to describe how they felt after
three days of understanding the vital role unions play
in building the middle class and America's economy,
as well as learning skills to help strengthen their
union local. "Empowered," "encouraged," "excited,"
and "educated," were just a few of the recurring
answers.
Generation Union is You–Our Future!

FROM AROUND THE SYSTEM
SJC

BUF

DTW

SNA

ISP

MKE

DAL

AUS
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Education Committee
Repor t
— Greg Puriski

LAYOFF–noun [ley•awf]
1. the act of dismissing employees, especially temporarily.
2. a period of enforced unemployment or inactivity.
*dictionary.com

1. Same Classification - Fill a vacancy elsewhere in the system in the
same classification or, if no such vacancy exists, displace the most
junior employee in the system in the same Classification.

I don’t know if you’ve been reading any of the company rhetoric lately
but it’s really getting so far out of touch that it’s bordering on outright
lies. I recently read an article in USA Today dated June 30th where they
were interviewing Mr. Kelly, and they were discussing the company
culture. Kelly said that SWA employees “have a big challenge in
keeping the culture alive.”
The author of the USA Today article, Henry Harteveldt, believed the
company’s workers — notably the frontline “troops — aren’t exactly
motivated” the same way they have been over the carrier’s history.
Kelly said there was “no truth” to that. “We’ve never had a layoff, much
less asking our employees for pay cuts or benefit cuts,” Kelly said. “It’s
a great place to work.”
I don’t know about you but his answers to me seem way out of touch.
The company keeps saying we never had a layoff. Well our brothers
and sisters in JAN , ABQ, AMA,ELP,HRL,LIT, and SAT might beg to
differ. And about never having benefits cuts—our benefits cost us a lot
more (premiums and co-pays) than they used to for less coverage, and
in my pocketbook that equates to benefit cuts. Lastly, the quote that
“it’s a great place to work”—well, I don’t know about you but how great
can it be when you have employees afraid to come to work because
they are on final letters of warning for doing things they have done for
the last 20 years and were considered coloring outside the lines but
are now not acceptable. Working under that kind of stress is not very
motivational to me.
So with all of that said I thought we would review Article 15—Reduction
in Force (RIF) and severance pay. It’s probably one of the least known
articles in our CBA. Unfortunately, with the direction of our company,
who seems to think we are “hemorrhaging money and headed for
bankruptcy”, it might be in our best interest to familiarize ourselves with
it. So let’s start at the top and we will work our way down.
A. Notification/ Reverse Seniority - If there is a reduction in force it
will be done in reverse order of the classification seniority. Affected
employees shall be given at least (2) weeks notice of any reduction in
force (RIF) except when such notice is prevented by an act of God, a
strike, employee work stoppage, or other circumstances over which the
Company has no control.
So what the above means is the most junior member in the
classification and location of the layoffs will be the first to be affected,
and it will continue in reverse order up the seniority list until the
company’s target number is attained. Impacted members will have the
following four choices.
B. Impacted Employees - Employees impacted by a RIF (Layoff) may
elect to:
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So what this means is if you are laid off you will be able to fill any
opening at any station in your classification. You will be given
preferential bidding rights, which means you will be awarded openings
at other stations over any other bids on file from non-affected agents.
And if there are not any openings in the system then you will displace
the most junior agent in the system in the same classification.
(Classifications meaning ramp/provisioning or operations/freight).
2. Other Classifications - Fill a vacancy in another classification in
which they hold seniority, or if no such vacancy exists displace the most
junior Employee in that classification at that location if senior enough,
or, if not senior enough, displace the most junior Employee in the
system in that classification.
Example - If you are a ramp/provo agent, you can transfer into ops/
freight at another location. If no vacancies exist, you could displace the
most junior ops/freight agent at your station provided you have enough
seniority, or if not senior enough, you could displace the most junior
ops/freight agent in the system.
3. Furlough - Accept a furlough at their location.
This means is that if you do not want to move to another city or transfer
into another classification, you can wait for a position to become
available in your classification at your location. You will have recall
rights that will expire at the end of five years from the effective date of
the reduction in force. You will also have the right to file a preferential
bid, which will give you preferential rights to bid for other locations, and
if an opening becomes available at one of your chosen stations you
will be awarded the position before any other bids on file from non-RIF
employees. SENIORITY - While you are furloughed you will continue
to accrue seniority for the time you are furloughed. Also, if you are
transferring because of a RIF and you were required to or elected to
accept a part-time position, you will continue to accrue seniority as a
full-time employee until a full-time position becomes available.
4. Severance - Resign from the company and you will receive
severance pay. Severance pay will be determined as follows: 2 weeks
severance pay for your first full year of completed service, and one
additional week for each completed year of service thereafter with a
maximum amount of 16 weeks.
If you originally choose to be furloughed you will still have the option to
exercise the severance option at a later date. The severance pay shall
be based upon you seniority at the time of the RIF notification.
Article 10, paragraph M states part-time employees shall be furloughed
at a station or facility before any full-time employees at that station in
that same classification is affected by such furlough. So, that means,
that part-time employees are affected before full-time employees.

1811
76
28
661
112

January 1 through August 11, 2014
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66
41

♦ These numbers are based on System Boards, Arbitrations, and Reinstatements that occurred during the stated time frame, and are in no way related to the grievances
actually filed during that same time frame.
(§) Some arbitration decisions are posted on our website, www.twu555.org. You must be logged on to read the decisions, then click on documents. To maintain member
confidentiality, names and locations will be deleted on some arbitration decisions. All decisions may not be posted due to confidentiality.

Trends & Concerns

The purpose of discipline in the workplace is to correct behavior, but recently we have noted
a trend in some stations of “creating paper trails,” rather than discipline being issued with the
intent to correct a particular behavior. Sometimes, the discipline can seem so insignificant
that agents do not file grievances and simply accept the “slap on the hand” even if they
disagree or have no idea how to avoid the same alleged infraction in the future. To avoid an
unwarranted “paper trail,” it is important to file a grievance no matter how minor the discipline
if the discipline is not for just cause.
Grievance Tip: Remember, writing “under protest” on a discipline letter does not start the
grievance process. You must see your union representative and sign a grievance form to start
the process.

Time for a New Approach – Brad Pinchot

ONT Ramp
Here is a fact that you might find interesting. In the 40s and 50s, a typical union contract for airline ground workers might be as short as 12 to 18
months. That’s right. Workers were in an almost constant mobilization for the next contract. And in the process they won many of the things that we
take for granted in our contracts today, such items as overtime pay after 8 hours, consecutive days off, and double time on the second day off. Ramp
agents in cooperation with mechanics were particularly known for their militancy, often outpacing local and national leadership.
In October of 1945, when 2,000 TWU members in Miami were frustrated with the slow pace of negotiations and multiple contract violations by Pan
AM they held a spontaneous sit down strike. Despite orders from International President Mike Quill to stop the “illegal” action, the rank-and-file
defied their leadership and held out until their grievances were met. Fifty hours later, they unanimously voted to return to work on their own after
successfully pressing negotiators on both sides of the table to reach a satisfactory agreement.
TWU ramp agents at La Guardia walked off the job in protest over out-sourcing as well as supervisors doing covered work in 1952. The following day
members in Chicago and Philadelphia sat down on the job for a day of protest in sympathy with their fellow workers in New York. American Airlines
was forced to give in to their demands.
At Idlewild (JFK) in 1958, three ramp agents were given disciplinary letters for refusing to lift a 290lbs piece of cargo. Ramp agents and mechanics
walked off the job. An impromptu sit-down spread to 1,500 workers in Newark, Albany, Philadelphia and Hartford, Connecticut. This lasted for three
full shifts until management agreed to discuss weight limits.
Employee activism crossed race and job classifications as well. In 1959, ramp agents, mechanics, and flight attendants walked out for 12 hours in
Miami, Houston, and San Juan, Puerto Rico when the company hired non-union porters and food handlers. TWU members in Florida defied Jim
Crow by leading a 6,000 person mixed race rally in a “white” public park to protest the anti-labor Taft-Hartley Act. Despite threats from the Ku Klux
Klan, they elected black members to their Local Executive Board.
Where did all of this courage, self-sacrifice, and fortitude come from? The membership, a membership that became increasingly aware of their own
power when they stood together. Although good leadership is important, for the most part it wasn’t men in suits sitting across a big wooden table that
made these early victories possible. In fact, member activism was frequently a source of frustration for union leadership and negotiators.
One might say the economy and the laws are different these days. This is partly true. However, many of these victories were achieved during
recessionary years when airline workers faced possible layoffs and out-sourcing. The laws haven’t changed much since 1948, only the ways that they
have been applied. And deregulation was 35 years ago, more than enough time for labor to lick its wounds and regroup.
So what’s the real difference between then and now? It comes down to worker involvement in both winning better contracts and pressing the company
on day-to-day issues. All cannot be left to a few union officials. Even the most determined union representative is powerless without the leverage of an
active and well informed membership. Rank-and-file workers must clearly demonstrate a willingness to challenge the power of the employer up to and
including going out on strike. If this is not made plain to management, then contract negotiations may very well degenerate into endless, unproductive
talk. Particularly under the Railway Labor Act, where contracts technically never expire and the whole process is designed to avoid or delay conflict at
all cost, the boss has little reason to surrender the status quo.
The idea of a member driven contract campaign is nothing new. One notable example is Teamster flight attendants at Northwest Airlines in the 90s.
Against the strong objections of International President James Hoffa Jr., reformers in the union had organized something that they called the Contract
Action Team (CAT). Our own flight attendants have used strategies that appear to be inspired by the Northwest campaign.
The best strategies evolve in the heat of the moment. However, there are some basic elements that are key to a successful contract campaign. The first
principle is that the members are central to any contract fight. It is not sufficient to simply send out a survey the year before the old contract expires.
Nor does it suffice to send out tightly worded updates after yet another unproductive talk with the company. Members need to be allowed into the
process. After all, it is their contract.
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continued on page 23

Michael Simmons
SAN Ops

Recently in an issue of “From the Ground Up”, Anthony Gregory (Senior
Director for the West Region) wrote a condescending article telling
employees that they needed to “stretch” more in order to help Southwest
Airlines prosper, implying that we are not already doing so. Could there
be any more obvious disconnect between headquarters and frontline
employees?
Apparently it has been lost on upper management at this company that
ground operations employees are already stretching to the max! Our
stations are consistently under-manned and under-staffed. Southwest
Airlines advertises that they connect their customers with what is
important in their lives, but they sure do not seem to care about the lives
of their own employees, who constantly miss important events, time off
with family, doctors’ appointments, and holidays. Employees frequently
have to cancel or reschedule events due to the enormous amount of
mandatory overtime assigned each day and then try to be perfect on
minimal hours of sleep.
An on-time schedule is practically impossible to keep these days due to
the lack of proper time, tools, manpower, and equipment to work flights.
Ramp agents are forced to work back to back flights full with heavy on/
off loads with few breaks. Only two ramp agents are assigned to -800s.
Ops agents often have their next flights at the gate before they have
finished up with the previous one. Is this not stretching manpower at the
company to the breaking point? How much more are we supposed to be
stretching?
Speaking of stretching, the lack of manpower in ground ops might have
something to do with our lack of a new contract.
Negotiations have now been “stretched” over three years with no end in
sight. Perhaps one of the issues the company is having in hiring more
employees is the pitiful wages offered to new hires. Everything has gone
up in price the last few years, but our current wages are still stuck in the
mid 2000s. Seattle has just hiked the minimum wage to $15 an hour,
almost one-third higher than what Southwest Airlines is willing to hire

ground ops workers at. One-third!!! This does not even take into account
the many ground ops employees who have not had pay raises for years
due to the stalled contract negotiations. How much more are we expected
to stretch our paychecks as the cost of everything goes up? Apparently
our CEO could not stretch his own base salary anymore, which was
generously increased 39.4% last year! The company likes to tout that it
offers excellent benefits as well as pay. However, they are trying to reduce
said benefits as much as possible in current contract negotiations! Despite
making record profits, this company would like its employees to subsist
on declining wages and benefits when inflation is factored in. At times the
company is reminiscent of the old Soviet Union with a constant demand
for increased productivity but no reward for the hard work done. It didn’t
work then and it won’t work now.
This brings us to the next topic, the Total Rewards Statement mailed to
our homes. What exactly are we supposed to do with this information?
While it is great to see the company is paying social security taxes for us,
the last time I checked, this was required by federal law. It is not a gift.
Are we supposed to wave these pieces of paper at the grocery store or the
gas station and ask them to loan us the goods and services we need today
and promise to pay them when we finally cash out our profit sharing?
It takes no stretch of the imagination to figure out that won’t work. We
cannot eat our Total Rewards Statement, and frankly it is a Total Waste of
time to even bother mailing this information to our homes.
Hopefully the powers that be at headquarters will stretch their own two
legs, get outside of the building, and start investigating what is happening
on the frontlines of this company. It seems they are unwilling to work
18 hour days and seldom nights or weekends for our company yet they
ask the over-stretched, under-paid, under-manned employees to perform
under these conditions on a weekly basis. Frankly, the time for stretching
on the frontlines is done. We have stretched as much as we can. Now we
need action! Decisive action in the form of a new contract that rewards
ground ops employees for the numerous sacrifices they have made for this
company would be a fantastic place to start!
The Voice of 555 welcomes Letters to the Editor and articles from members.
Submissions should be sent to office@twu555.org, Attn: Letter to the Editor. Please
include your name, station, and contact information. All letters and articles will be
printed at the discretion of The Voice of 555 staff and may be edited.

DISTRICT REPORTS

Mike Martinez
District 1 Rep

Flexibility?

Most of you, if not all of you, have heard this word used a lot since contract talks started over three years ago. We have
heard from SWA management that they need flexibility in the CBA in order to achieve the things they wanted, namely
profits. That elusive 15% ROIC. You know, that number we’ve been told is our target for about 10 years now. Could
you imagine if you underperformed at your job what would’ve happened to you? I’m sure you guys know the answer
to that. Anyways, back on topic. Here’s an excerpt from a letter written to AMFA in January of this year regarding
flexibility.
It is no secret that Southwest’s primary goal in negotiations is to ensure our labor agreements allow us to remain competitive
with other airlines, most of which have re-negotiated their labor contracts through the bankruptcy process. Rather than asking
Employees to take pay cuts, like their industry counterparts, we are seeking flexibility in each contract to ensure an efficient operation that allows
us to continue offering top industry wages. We are not seeking short-term solutions; we are working to provide our Employees with industry-leading
work rules, benefits, and job security for the long term.
In laymen’s terms, they want to gut labor contracts and be able to put in place what they want. And why in the world would they be comparing us to
airlines that have gone through the bankruptcy process? Why are we acting as though we are in bankruptcy? Why were provo cities shut down? Why
force agents to relocate or take a furlough? The question of the day is why are they even doing any of this? SWA management has been singing this
tune of flexibility for three years now, except we’ve been achieving record profits during this time. Anybody know exactly how many times we’ve hit
record profits since we ratified this last contract in April of ’09, or, other labor contracts during this period? I know of at least four. And supposedly
there’s more to come. This flexibility argument sounds a lot like that $500 million number we were given regarding what attendance was costing us
per year. A number that was never validated and sounded ridiculous at best. A number that also included shift trades, DATs, vacation time, LWOPs,
and any other day you were not at work. That’s right, if you were not at work and you were scheduled to work, it was counted towards this “attendance
issue” we were supposedly having. And the numbers still did not add up. And our numbers hardly changed in our work group over the years. I don’t
know about the other work groups but ours had very little fluctuation over the years. They went up, they went down. Which brings me to the next
topic.
Credibility
When is management going to start bargaining in good faith? When are they actually going to take negotiations seriously and get their half of the
equation done? When are they going to stop tossing out these lame excuses of why they need flexibility? Why do they want to upend labor contracts?
We’re making all this money and they’re stalling negotiations on a constant basis. Not just with us but with other labor groups as well. You see the
trend here? We have all these different labor groups that are in contract talks, but, we all share one thing in common, negotiating labor contracts with
SWA management. And the results are the same, stalled/prolonged talks. There are many of you that have not gotten a raise in years. Some of you have
only had a $2 raise in the last 10 years. Actually, it’s been a pay cut since health care premiums keep going up every year. While we continue to do our
jobs and keep providing the best service in the industry, with skeleton crews/short staffing, management continues to get raises and, in some cases,
bonuses, regularly. I thought they needed flexibility? When are they going to join in and do what they’re asking us to do? (There’s that damn credibility
question again). Oh yeah, they took it out on their supervisors, employees at HDQs, and non-contract personnel by gutting their attendance benefits.
By the way management, they were not happy about that at all. They may not tell you that to your face, so I’ll do it on behalf of the calls I got right
after you guys implemented that Comprehensive Disability and Retiree Healthcare plan on them. (formerly called Absence Management plan). Pissed
is an understatement, but you guys already knew that. Meanwhile, the big dogs continue to receive pay raises, some bonuses, and for what? For the
hard work that everyone in this company puts in every day. They make ill-advised decisions, they get a promotion. They cost us money (fuel hedging),
they get a raise. So much for leading by example. So much for sacrificing for our company like they want us to do.
Lastly
I want to thank SWA management for thinking of us by offering that $200 for reaching yet another record profit. I’m confident in saying that I speak
for most of my district when I say that you can keep that money. We would rather have a contract with proper raises and retro pay that agents in my
district, and other districts, have been bleeding and sweating over these last three years, literally. Give us a real gesture by showing up to negotiations
prepared, not proposing ridiculous junk that you know has no chance of passing a vote and actually giving us a contract that rewards employees for
reaching several record profits over the years. You’re out of excuses. You’re constantly handing out discipline letters because you want employees to
do their jobs and be perfect. It’s time you start doing yours. Vacation time is over. It’s time to wake up and get back to work. I mean real work, not
checking/sending emails all day long. It’s time to roll up your sleeves, so get to it already and reward the best employees in the industry.
To all of my fellow coworkers, please work safe, follow the rules/procedures, and take care of each other because no one else will.
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Phil McNally
District 2 Rep

I would like to start this article out by thanking all the district 2 station reps. I hope everyone
respects the job and all the little things that these reps do that may go unnoticed by some members.
Again thank you for all you do. Your hard work is appreciated.

As I am writing this article I am thinking about how we are over the three year mark for contract
negotiations. I think it’s fair to say that not only are we all getting anxious, but also pissed off,
which is probably the nicest word I can think of. Our union has gone to the table in good faith
with proposals that are fair not only to us but also the company. The company has sent out various
emails and memos trying to make everyone feel guilty about asking for more. To me, this is really funny considering our CEO
is giving himself more than what I would call outstanding raises. I just don’t get how he doesn’t feel a little guilty about this.
Our local members as well as the other unions that represent other departments are the ones grinding it out every day for
“our” company. I think it might be okay to give yourself that kind of raise as long as the people on the ground, the ones who
work hard, sacrifice their bodies, their time, their families and their safety were also benefiting from it. We could benefit in the
way of a fair contract that we all deserve.
It has been a few days since we received that $200 bonus that the company announced. If we were not in contract
negotiations for a contract that is over three years out of date I would be more appreciative for the bonus that we all received.
But honestly, and maybe I am speaking for myself, it makes me very angry that Southwest profited over 400 million in the
last quarter alone, to throw out a couple hundred bucks to those of us who are making that kind of money for the them is a
slap in the face, when they are not being realistic in meeting some of our proposals. You know, I tell you what, you can take
back that 200 bucks and give us a contract that is fair and what we deserve. It is disconcerting when we know the type of
money the big shots are making and the bonuses they are giving themselves and they give us “the little people” a few bucks to
fill our gas tank . I wish all the members could have an opportunity to go to headquarters and see how it is there.
Let me tell you brothers and sisters, it is a different world there. They are for sure out of touch with what actually goes on in
the field itself. They do not see the everyday life of a ramp, ops, cargo, and provo agent. They are not getting mando’d when
they need to go their kid’s game or that doctor’s appointment they have been putting off because you need to work overtime
to support your family. They are not getting subjected to ridiculous discipline for minor issues. They are not getting attitude
from their admin supervisor when they ask questions about getting that DAT day approved or a shift trade approved. They
are not dealing with being out in the elements, whether it be so cold you go to hospital for frostbite or out in the scorching
heat where you become dehydrated and on the verge of a heat stroke from working back to back flights with no water while
telling people to work safe.
Speaking of working safe, that is the biggest joke I think I have heard. The company always says work safe, but what they
are telling us by how they are treating us is work safe only when it benefits them. It’s funny, they will discipline someone for
forgetting to put a cone in the right place or walking over the towbar, but they don’t do anything to the so called “leader” for
not providing water or not calling for medical attention for an agent who becomes lightheaded or busts his head open while
hooking up the ground air.
Where in the hell are the company’s priorities? They are certainly not where they need to be. It pisses me off when they say
safety is the airline’s number one priority; I call bull s#@*! on that because their actions don’t reflect that at all.
Let me tell you how it should be—let’s start by giving water out to the employees without making them feel like it’s a chore
of some type or a cost factor. Let me just say, Southwest should have taken that 2 million that they gave us in the form of a
200 dollar bonus per member and gave us some water. If safety is so important to the company a cost factor shouldn’t matter,
right??

continued on page 22
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Randy Barnes
District 3 Rep

Distict 3 Update
There has been a lot going on in district 3 over the past few months. We have had several system
boards and arbitrations over a wide range of issues. The company has been very busy handing out
discipline for alleged safety violations that has included Final Letters of Warning with 10 unpaid
suspension days.
One of the so called safety violation that this type of discipline was issued for was when two tenured ramp agents from a
station in our district were deicing at the remote deicing pad. What happened in this case was that while they were in the
process of deicing they were hit with a combination of jet blast form an aircraft that was next to them taxiing out and a gust
of blustery snow. This struck the member in the deice bucket right as he was maneuvering around the wing tip and eliminated
his visibility and the noise from the wind prevented the driver from being able to hear him. This resulted in a collision with
the wing tip of the airplane. After immediately informing management they went through the fact finding process only to
be given Final Letters of Warning and 10 days suspensions each for failing to maintain communication during the deicing
process. All of this without any consideration of the surrounding weather conditions or the fact that the headsets do not block
the wind and/or ensure that during these events both members involved in the process are able to be heard and seen at all
times.
Another so called violation dealt with a member who was working alone at the back of an AirTran 717. While he was in the
process of maneuvering a covered freight cart full of bags between the end of the belt loader and the wing of the plane, the top
edge of the cart came in contact with the wing. He immediately informed management of the incident and then proceeded
through the fact finding procedure only to receive a Final Letter of Warning and 10 day suspension for being careless and
negligent. Not only did the company fail the member in this case by not providing him with enough help, but they also failed
to give him the proper equipment by using the large covered freight cart to load bags.
These are just two examples of the unreasonable expectations that are resulting in unwarranted discipline being issued to our
membership. We are consistently being placed in a no–win situation and when an issue arises we are being given excessively
and unreasonably harsh discipline. This is a direct attack on our job security and our livelihood. We have all been trained to
not only do more with less, but to also cut as many corners as humanly possible, all in an effort to get the customers’ bags
loaded and the plane turned. Now they are stating that we are violating the BPCs and issuing us harsh discipline whenever
this sort of thing occurs. We must all be aware that the expectation is to cover our collective asses (excuse my French). It seems
that management is and has been in this mode for the past year or so, and it is time that we do the same. We must now make
it a priority to go strictly by the ground ops manual and the Basic Principles of Conduct, no matter how long doing so may
take. Now let me clarify what I am saying because the company will try to say that I am telling you to slow down and commit
and illegal job action during negotiations. I am in no way saying to slow down; I am just emphatically saying to do your job
by the book in an effort to preserve your employment. This is in fact what the company is saying when they continue to hand
out these excessive forms of discipline for infractions that have historically barely received any notice at all. They are telling
us to slow down, not me, with every disciplinary letter and suspension day issued. This is why we must do exactly as they are
directing us to do and slow down and adhere to the GOM and the BPC, for our own job security.
Just a couple of things going on in district 3!!
United – Invincible
Randy Barnes
District 3 Representative
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Mark Waters

District 4 Rep

Article submitted by Chris Pratt, STL Ramp Rep

How I Spent My Summer Vacation

For those of you expecting something from Mark, I apologize but you’ll have to take it up with him.
He asked me to do this and as it’s been a number of years since my last contribution to these pages,
I was happy to sit down at the computer and knock some of the rust off. I used to be able to keep
one of these relatively short but I make no promises here. This isn’t one of the rants I was known for.
This is a saga.
Our story begins in July. That’s not exactly right; it begins in STL nearly two years ago when TSA began tearing apart our
station to build a new inline belt system that would be the envy of the modern world! Also incorrect. That was probably the
light bulb or penicillin but that’s not important. What is important, and this is really where our story begins, is that this new
belt system would one day re-shape our station. Literally. Once it was finished we would have new claims belts, a new t-point,
new offices, new TSA work spaces and even a new lunchroom. And everyone knew it. Everyone.
It was an exciting time to live and work in St. Louis. Men in hard hats swarmed over our airport like ants on a lost Dorito.
We watched the contractors demolish sections of the terminal and then re-build it as something entirely new. I can recall the
amazement on the ramper’s faces the day the bricklayers walked off the job because they weren’t being paid on time. And the
marvelous speculation…I’m just going to skip ahead here. It’s getting late and I have to work tomorrow. The belt system was
completed. The claims belts were moved outside and under what resembles a small hangar. We have two t-points now; one is
smaller than it used to be and because TSA took over a large portion of t-point and converted it into a cinder block bunker,
we lost our over-sized belt. And this is where our story really begins. Really.
No oversized belt. But in its place a sort of freight elevator that travels about seven feet from t-point to the baggage claim area.
Bag runners would pack oversized items from the claims belt through t-point, to this elevator and down to the baggage claim
office. Often times if there were several oversized items they would use hand carts and push them. I remember the scenes from
this past winter. Ramper’s trying to push loaded hand carts through a foot of snow. Like the dregs of Napoleon’s frozen army
fleeing Russia. Winter passed and spring arrived and so did the oversized belt. And this is where our story really begins. No
kidding. Right here.
To install this belt meant going through the ceiling in the ramp supervisor’s office and across the hallway outside their door.
But not before it went through the lunchroom shared by ramp and operations. An exterior wall came down and an interior
wall went up leaving us with a space that today measures 21 feet by 28 feet. There are two large refrigerators and a table
with eight seats, vending machines and an ice machine. This is to accommodate roughly 200 employees. Then after we lost
the larger portion of our lunchroom we were told that Southwest had no money in the budget for a new space. Station
management submitted written requests to the Palace in Dallas for a new lunchroom. Those requests were denied. No money
in the budget. I filed a grievance. Denied. In May, station management did what they could by turning the training room into
a break room. That room is supposed to be turned into locker rooms so no one knows how long we’ll have it.
A system board was scheduled for July 24th and I was off for Texas. Ah, Texas in July! I won’t say anything bad about Texas.
Today. My Dad lives in Texas and for the last 40 years his sinuses have suffered for it. Mine do too whenever I am there.
It’s the one thing I inherited from my father. Could’ve used his math skills but no; I got his snotty nose. Wendi Schott, the
grievant, went as well. Shortly after we arrived we drove over to the GO and got to see their break room/lunchrooms that they
refer to as a “culture center.” It must be seen to be believed. If a picture is worth a thousand words then I would have to write
about this for days because a single picture cannot do justice to the sheer size, and there are two on each floor. The furnishings
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Robert Bettinger
District 5 Rep

SWA - the Most Profitable Airline in the World

As this newsletter goes to print, we have just been notified of a reduction in force (RIF) in
ABQ, AMA, ELP, HRL, LIT, and SAT. The company describes their action as “re-sizing” and a
“redistribution of our most valuable resources.” TWU Local 555 will make sure that every provision
of Article 15 dealing with RIF’s is fulfilled. It is truly hard to believe that the most profitable airline
is reducing their workforce in stations. My thoughts and prayers are with the affected members and their families as they
make difficult decisions.
Also, as I sit here and write this article, the National Mediation Board has sent notice to TWU and SWA that even though
both parties have worked “diligently” they see little progress and feel as though more time should be spent outside of
mediation. (Please read our negotiations update dated July 31, 2014.) It appears that the National Mediation Board believes
TWU and SWA are miles apart on various topics.
One of the most important concerns is the economic proposal introduced by the company verses the TWU counter proposal.
The TWU counter proposal is only requesting modest wage increases. These increases would barely keep up with the current
cost of living. Once again, this is another oddity that is usually designated to companies that are losing money, not companies
that are making record breaking profits all because of us. SWA is acting like it is on the verge of bankruptcy rather that the
company who just announced $485 million profit for the second quarter. The simple math is if SWA is making more and
more money every quarter then why can they not share the wealth (that is, share the wealth with the employees, not just the
upper management like Gary’s 15% raise in 2012, the year after we started negotiations)?

Grievance from Around the System
Recently I had to vote on a system board (for a station not in our district) to approve the case to move forward to arbitration.
This is the process for all system boards. The LEB must vote to take a case forward to arbitration. If it passes then it moves
forward, if not the grievance is withdrawn. This system board was not about discipline, but rather Article 17.C. This case
dealt with an issue of suitable lunch rooms. From the way I understand the grievance, the station had to expand t-point due
to a new belt system being installed. To complete this task, the airport had to remove half of the ramp’s breakroom. According
to the evidence and the testimony provided at the system board there is adequate space at the airport for a new lunch room
but SWA refuses to renovate the available space. I am sure that the people in the G.O. have similar problems. This case is
scheduled to go to arbitration.
I am sorry, but this case was just stupid. We are forced to have to argue a case in front of an arbitrator for the hard working
agents to have somewhere to sit and eat their lunch! This is how much the company appreciates our hard work to make record
breaking profits.

Grievance from Our District—Article 17 Violations
A member came to work at approximately at 0500. (This agent works in one of our hottest station and the incident happened
during the summer months.) He worked outside non-stop from the time he clocked in until about 1030. Around 1030, his
supervisor (only about two years with the company) approached him while he was working a flight. The supervisor asked him
about the binslip for the flight. He told the supervisor he was hot, tired, and needed his lunch break. The supervisor told him
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Kevin Carney

District 6 Rep

I’ve written about it several times in the past. Other people have told you the same thing. Perhaps
you don’t believe it when you’ve been told about the fierce turn that the company has taken about
bringing to task agents who allegedly violate safety procedures. Please understand I am not against
safety. Working around aircraft is a very dangerous environment that merits attention to safety. We
trust and rely on our brothers and sisters to work safe around us just as we work safe around them.
No, what I’m referring to is the absolute shift in the company’s attitude on enforcing safety policies on agents. I recently heard
one of the company’s experts proclaim that we have always done walk arounds before a flight departs. That statement has
truth to it is if ‘always’ means within the past couple of years. (Perhaps it is the company’s own vernacular and along the lines
of never having furloughed.)
During a recent opening statement at an arbitration Ms. Kerrie Forbes, Senior Attorney in the General Counsel Department
of Southwest Airlines, stated, “Safety is the number one priority for Southwest Airlines, and even if it would have caused a
two-minute delay, that is fine. By far, that is more important than ever letting a flight take off without doing the walkaround
inspection.” [R12: 18-20]
It should be clear. Do the job the way the company wants you to do it even if that way doesn’t make sense. If you take a
delay doing it the company way that is fine, it is acceptable and it is what the company has publicly stated it wants. In the
above-mentioned grievance, the company issued the agent a final letter of warning and a ten day unpaid suspension for not
completing a proper walkaround. There was no damage to the aircraft. No one was harmed. However, the agent did not do a
walk around.
If you are the lead agent on a flight, do your walkaround. If you are the pushback driver, do your walkaround. Although the
company allows you, and in some cases requires you, to carry and use a radio while you are driving don’t use your cell phone
while driving. Take the time to move the beltloader and then reposition the safety cone when clearing the safety zone. If you
are the lead agent, make sure all of the bin webbing is properly in place; you are acknowledging that by signing the bin slip.
Unless of course you want the excessive discipline the company chooses to impose. You want the ten days off without pay
and, worse, the final letter of warning hanging over your head like the sword of Damocles. Coming to work every day and
knowing that your next small slipup could result in your termination. In my opinion, it is not worth neither the loss of pay to
you nor the living in fear of the company terminating you. So take the time to do the job the way the company wants it done.
Yes, the flight may take a delay. However, as the company has said, that is fine. The proper use of the phrase, “we’re going
to take a delay” is to a supervisor when you say, “We still have to make sure the bin webbing is in place, the safety cones are
removed, and I have to do my walkaround so we are going to take a delay.” You are just following their rules, which is why
they pay you.
Rest assured that the company holds safety to the highest standard. Just imagine that if an agent gets a final letter of warning
and ten days off for not doing a walk around, what must be in store for the individual who allowed our airline to be liable for
the latest FAA fine of twelve million dollars! Part of that fine was for allegedly operating flights with known safety violations.
And as always,
Noli sinere te ab improbis opprimi.
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Mike Roach
District 7 Rep

The Airline That Became a Corporation

Once upon a time, there was a small airline that cared about taking care of its customers, both internal and external,
and in return made a lot of money. The internal customers, including the membership from TWU Local 555, were
rewarded and the money was shared with the employees. The employees were treated with respect and dignity and
were happy to give it their all because they felt like they were appreciated and part of the success of this small airline.
The small airline continued to grow and the family atmosphere grew also. They had a really cool slogan that was something like, Southwest Airlines,
where we encourage everyone to be themselves, color outside the lines, and show their personalities while having a good time at work. The airline
kept growing and the profits kept rolling in. The leadership saw how successful this formula of taking care of the employees was, and the fun-at-work
attitude continued. All of the employees were human beings and human beings make mistakes. Mistakes were made and members of the family
learned from those mistakes. Employees did not come to work each day in fear of making mistakes because they knew that not only did their union
have their back, but management had their back, too.
Recently, an Arbitrator wrote the following in his decision:
With few exceptions, employees who are looking over their shoulder, are not good safety risks when fearful of “messing up” in their jobs.
I remember personally making a wrong decision while coordinating in operations. I called the station manager at the time and told him what I had
done. He asked me if I learned anything from it and told me not to do it again. I bring this up now because I believe the company is out of time
frames to hold a fact finding for that incident. At the time this happened, I don’t even think I knew what a fact finding was. I not only attended that
station manager’s retirement party, I also spoke at it. It was a sad day when he retired, because he was a true example of the principles that this airline
was founded on.
That airline kept growing and the profits continued to grow, also. While the profitability for the airline continued, the profits did not continue to go
into all of the employees’ pockets. The millions that were shared have now turned into billions that are hoarded by the chosen few. Everybody saw the
company memo regarding how they offered you all this money, but your horrible union leaders did not send it to you to vote on.
Then you saw the real proposals that the union had to make available. Negotiations should not be done in the breakroom or at a J-line meeting, but
your union leadership had no choice but to share the real information with the membership. I never had the opportunity as a Local Executive Board
member to vote on a tentative agreement to be sent out
to the membership. This negotiation process has been
going on for three and half years and the once small
profitable airline has nothing better than that to offer
you? “Millions to billions and nothing for you” seems
to be the corporation’s new slogan.
I am not here to negotiate in this article. I just wonder
what happened to our happy, sharing, fun loving airline
that coached and mentored rather than issued a Final
letter of Warning and 15 unpaid days off for making a
mistake.
I encourage everyone to stand united and remember
that together we are strong. Please watch out for one
another and happy football season to everyone.
In Solidarity,
Mike Roach
District 7 Representative
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Tennyson Berry
Understanding Your Basic Rights

District 8 Rep

I have one question for my fellow union members—how many of you really know what’s in your
contract? As I go over the many grievances that I receive, I notice a basic trend: discrepancies over
overtime (Article 7), discipline (Article 20), and attendance (Article 23). It is crucial that as a union
member you are aware and understand the context within your contract in order to prevent these discrepancies between
the company and employee. From the first time that you make connection with your union representative, whether it is
your station representative or myself, and you receive your contract, make sure you read the content and ask any clarifying
questions that you may have. Remember, there are no wrong questions; the only wrong questions are the ones that you don’t
ask. Educate yourself on the rights you have as an employee within the contract. My sole purpose is to educate each and every
member on the articles governing the contract.
On another note, as union members in order ensure job security, and right working conditions, every member must play
a vital role in remaining active so that we can be on one accord. Staying united is key so that we can achieve our goal of
improving benefits, wages, and working conditions for all employees.
On Saturday August 9, union members had their First Annual Picnic held at Great Plains Park for their union brothers and
sisters and extended family members. The theme for the cookout was “United We Stand.” As I sat back and watched this
young group of agents and union reps collectively unite it was a great experience. They talked about what needed to be done
in order to become a strong family at work and away from work. This activity reminded me of when “God told Moses to lead
his people into the promise land and He would protect them.” This showed that they were believers, and they had strength
and most of all they became unified. These young representatives are taking this station to another level by organizing
Frontier Airlines ramp agents who are now TWU members at the Denver location, holding monthly j-line meeting, making
themselves known to their members.
Keep up the good fight, and I would like to say thanks to all of the representatives in district 8 for their hard work and their
strong commitment to the TWU 555 union.

McCrummen Article Continued
a new CBA with my raises attached. I am not asking for a handout, but
instead I want a raise that keeps up with inflation or at least the cost
of my insurance that keeps rising while my co-pays increase. I had the
faith in the company to accept stock options not once but twice, that
six years later were worthless. Check the SEC filings of “insider’s filings”
and see if the officers of this company sold their stock options for a loss.
I am a shareholder, as is each of you. I have a vested interest in seeing the
company prosper and grow. I have lost confidence in the upper leadership
of SWA to lead this company and ensure our prosperity. As a display of
my “no confidence” I will vote my shares at the next shareholders meeting
to show my displeasure I would encourage you to do the same. Keep the
faith, you are the best and deserve nothing less from your union! God
bless and keep you!
Fraternally,
Jerry McCrummen

McNally Article Continued

As you can see, I could go on and on about these types of things that
happen to our members on a daily basis.
Just writing this article gets me fired up! Let me say this before I go hit
my heavybag: I really am pissed and disgusted at the way this contract
has been dragged out and is continuing to be drug out. Just remember
the union is not going to put a contract out there for the members to
vote on just for the sake of saying our contract is done. It has to benefit
us. We cannot and will not negotiate backwards and just give in to their
ridiculous offers.
I hope my article didn’t offend anyone but the people that know me well
know I am speaking the truth, and I hope this lights some type of fire up
in everyone and gets you all energized again. Remember, stick together
and get through this contract so we can have some peace of mind and
move on.

Speaking of arbitrations…Mark wanted me to pass this along from his
last article. There was a guy that works out west that had been disciplined
because the bin webbing on the flight he worked had not been secured
when it pushed the gate. The arbitrator ruled in favor of the company and
the punishment he received stood. The arbitrator cited the ground ops
manual that states, the load agent’s signature on the CBLS is verification
that the bin webbing has been properly secured. That means all
commodities have been loaded and then you turn in your paperwork to
the operations agent. So ensure that you are following ground ops manual
procedures and stop taking short cuts. The job that you save could be
your own.
Chris Pratt
STL Ramp Rep

Bettinger Article Continued
that he did not know when his lunch break was going to be, but he had
another flight in range. The agent handed the supervisor the binslip and
told him he was going inside to cool off and take a break. (The agent
involved is a 16 year agent with a clean file.) The company suspended
the agent pending a fact finding meeting. Then they concluded that he
deserved a final letter of warning. This case is being scheduled to go to a
system board of adjustment and most likely then to arbitration. This case
is another example of how the company appreciates our hard work so we
can have record breaking profits.

We are making record profits and we will continue that trend, so don’t
think for a minute that we should settle for anything less than what we
deserve. As always, everyone work safe and look out for each other!
FYI, college football should have started by the time you read this, so in
that case, Go Irish!

Waters Article Continued
are very impressive too. High counter tops with barstools beside banks of
microwaves. Comfy lounge chairs around low tables that look like they
were stolen off the set of Mad Men. Sofas and espresso machines. Flat
screen TVs both large and small and private rooms behind glass walls
where employees can sit in both peace and also quiet. And while those
employees enjoy those luxuries, we have employees in STL that eat their
lunch standing up in t-point. I kid you not. Tuna on wheat with a side of
diesel exhaust? Excellent choice.
The system board was pretty straight forward. We explained in good
detail what had happened during our deconstruction and construction
process and answered all the company’s questions honestly. Our MRO
was a stand-up guy and verified that what we had testified to was true and
he answered all the union’s questions honestly. He also explained that a
room did exist that was large enough for our needs and unoccupied. He
tried to secure that room so it could be made into a lunchroom but the
company said no. No money.
Finally came the closing statements and here is where things went south.

This is when I came to realize that one could either work at headquarters
or go there to study drama. The man that argued the grievance for the
company had displayed a flair for melodrama through much of the
proceedings. All he was missing was a velvet cape and stage lights. It was
like bad Shakespeare. In his closing statement he called mine and Wendi
Schott’s testimony nothing more than “doomsday predictions.” I tried to
stifle a laugh like you do when you want very badly to laugh and know
that you shouldn’t but you just can’t help yourself. You know what I
mean? If I could’ve faked a heart attack I would have but instead I made
a noise that probably sounded like a pig trying to swallow a football.
It brought things to a sudden stop and I apologized as I left the room.
Needless to say, I upset the gentleman that I interrupted. It took all of 10
minutes for the board players to dead lock. No money for a lunch room
in St. Louis and this was on the day the company proudly announced
second quarter profits of nearly a half billion dollars. I’ll let you know
how the arbitration turns out. As I said before, this is a saga.

Another grievance has been filed over a station failing to follow the
ground ops manual, more precisely the IIPP program. The IIPP program
is the injury prevention program, section 28, concerning heat related
illnesses, specifically with regards to the heat index and the company’s
procedure to prevent injury. The program on paper shows the company’s
desire to protect the employees from heat related injuries. This program
is great and would help the employees from overheating during the hot
summer months, if the station would only follow their own procedures.
Ironically, instead of awarding the grievance and stating they agree to
follow their own ground ops manual, they chose to deny the grievance.
I am sure I will be having to do a system board and most likely and
arbitration requesting the station to follow their SWA regulations. FYI,
if we violate the ground ops manual we would be given a FLOW (final
letter of warning) with days off, but the company can just ignore it and
risk the health and welfare of us? Another example of how SWA thanks us
for another record breaking quarter.
Other Grievances in Our District
Currently my plate is full with numerous grievances ranging from no-
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lunches, covered work violations, excessive discipline and various other
contractual arguments. We do have one termination case that is scheduled
for arbitration in September. Arbitration is never the desired method to
settle a grievance, although sometimes it is the only way to get resolution
to a dispute. This particular termination is for a member who, according
to the company, allegedly violated numerous safety rules. While I feel that
this member will be reinstated through this process, his fate will reside
with the arbitrator’s opinion of the case. Please remember that no matter
what your job function is with SWA, always follow the ground operation
manual and obey all safety rules. Do not cut corners to try and get a flight
out on time. It is not worth risking your employment.
One last double standard that I feel must be addressed: recently I
attended the quarterly profits meeting that was held at the G.O. This
meeting was conducted by Gary Kelly. He announced to all the labor
groups how much money SWA made and also what direction SWA
was headed for the fourth quarter. Ironically, there was plenty of SWA
water available for anyone who wanted some. I wonder how many of
our agents are given cold cans of water while they are doing their jobs
in the heat. Additionally, the seats were very comfortable with nice soft
cushions. I can guarantee these seats were not the same ones found in our
breakrooms. One last fact that I found to be ironic from this 2nd quarter
profit announcement meeting: the only people in the room who did not
get a raise were the unions and their representative. This is how SWA
thanks you for record breaking profits. Three years without a raise and/or
a new contract. Thanks SWA for appreciating your frontline employees.

Pinchot Article Continued
Our Local has traditionally agreed to closed negotiation sessions, but
this is not how it is done everywhere. For example, the United Electrical
Workers as a matter of principle always insist on open negotiations.
Who do closed negotiations really benefit anyway? They only serve to
keep members in the dark. Company negotiators regularly share all
information with their bosses. Why shouldn’t union negotiators keep
their bosses (the union membership) fully informed? The most common
objection is that allowing too much information out allows the company
to manipulate the membership. But this is only possible if rank-andfile workers are ill informed or not trusted to participate in their own
contract fight. The company will object that they don’t want to “negotiate
in the press” or that they must “protect the brand.” It seems to me that
what they are really protecting is an Achilles heel. One of the lessons that
our predecessors learned in the struggles of the 40s, 50s, and 60s is that
they could reach out to the traveling public. Through aggressive leafleting,
face-to-face conversations, and the press, they raised concerns about safety
and service.
Information and action must flow in both directions. Not only must
the membership know the facts and just as importantly the character
of negotiations, those sitting at the table must know the concerns and
disposition of the members. Surveys are important but a survey is just a
snapshot, frozen in time. Democracy is fluid. What is needed is a means
of conducting information quickly back and forth and for tapping into
the immense potential power of the membership.
What I would propose is the creation of a representative body for
the purpose of conducting an aggressive, member driven contract
campaign. These representatives should be chosen democratically and
not appointed. Preferably they should not already hold a union office.
Their responsibilities should include meeting regularly with each other
and the Negotiating Committee members to discuss contract progress
and develop strategy. If possible a number of them should be present at
negotiations on a rotating basis to report back to their fellow activists
and members. Their responsibilities at their home stations would include
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conveying information to members and, even more importantly, listening
to the membership. This can be done with regular j-line meetings and by
establishing a contact/phone tree at each station. I add the word contact
rather than just phone tree because there is no substitute for face to face
discussion. Even text messages are preferable to emails from the top
or lengthy meetings. Use whatever creative means available to get the
membership discussing their own contract rather than blankly asking the
union representative, “What are we gonna get?”
I know the idea of getting the rank-and-file more involved may be scoffed
at with such cynical claims as, “It’s like pulling teeth getting them to do
anything.” My response to that is to just try it. They really haven’t been
challenged to rise to the occasion and fight for their contract. Instead
they’ve been given sparse information, told to do this action or that
action, and at times I’ve seen members downright scolded for not being
more involved. This is bound to create more apathy and resistance. We
should never lecture fellow members about their lack of involvement.
Everyone has various commitments and demands on their time. Every
member is at a different level of militancy. Rather than chide them for not
being involved, we need to discover what individuals are willing and able
to do. This should be the starting point. As they get a taste of their own
power in the workplace, challenge them to do a little bit more every time.
This by the way is how the entire contract campaign should be waged.
Start with small things and build up to greater actions as the sense of
solidarity and the possible becomes more evident. I might also add that it
is important to keep the focus on one or two issues at a time. It is easier
to rally around one issue important to most members rather than the
whole body of contract demands.
You may think my suggestions idealistic, unrealistic, too expensive or just
too difficult. However, what could be more important than strengthening
democracy and winning a better contract? What else are we here for?
What is evident is that after three years the present approach is clearly not
getting results. Trust the membership. They might surprise you. It is time
for a new approach.

BEYOND LOCAL 555
College President Gives $90,000 Of His Salary To Lowest-Paid
Employees On Campus
The Huffington Post | By Nina Friend

Posted: 08/04/2014 2:47 pm EDT
Raymond Burse, interim president of Kentucky State University, elected to have his salary decreased
from $349,869 to $259,745 in order to boost the paychecks of the university’s lowest-paid workers,
according to the Lexington Herald-Leader.
Burse’s pay cut will increase the salaries of 24 KSU employees, some of whom were making as littles
as $7.25 an hour, to $10.25 an hour, WLKY reported. Burse said that his giving up $90,124.96 is a response to “tough times” and
wanting to ensure that university workers know the school’s board and president “care about them and want to do the very best by
them,” according to the Herald-Leader.
Burse has experience dealing with KSU employees -- he served as KSU president from 1982 to 1989, according to KY Forward.
After his presidency, Burse held an executive position at General Electric Co. He retired in 2012 after 17 years with good benefits, the
Herald-Leader reported.
For all of his Good Samaritanism, Burse wants to make clear that his pay cut is not a poke at other university presidents to follow suit,
according to the Herald-Leader. Burse said, “I was in a position where I could do that,” and he recognizes that his decision is one that
many people aren’t able to make.
UAW says union membership near majority at VW Tennessee plant
Reuters
August 15, 2014 6:58 PM
By Bernie Woodall
DETROIT, Aug 15 (Reuters) - The United Auto Workers, which lost a controversial organizing vote in February at a Volkswagen
AG plant in Chattanooga, Tennessee, has nearly enough members in its newly formed local for the automaker to recognize it as
exclusive bargaining agent for the plant, a top union official said on Friday. If the union is able to prove to Volkswagen that it has
support from a majority of the plant’s approximately 1,500 hourly workers, VW can select it as the exclusive bargaining agent for all
of them, despite the loss to UAW foes in the vote. Gary Casteel, UAW secretary-treasurer, would not say how many VW workers
are now UAW Local 42 members, but said there are enough to have won the February election. The UAW lost by a 712-626 count,
which means that Local 42 has at least 670 members, which Casteel confirmed. UAW Local 42 was established five weeks ago. A
VW Chattanooga spokesman on Friday said he could not comment on whether the company will recognize the UAW as exclusive
bargaining agent if the union can prove that it has support of most workers. Casteel that while VW and the UAW “have a consensus”
that the company will recognize the new union local, he cannot say whether VW will name the union exclusive bargaining agent if it
can prove majority support at the plant. “I would never attempt to speak for them as others have,” he said, in a jab at Tennessee U.S.
Senator Bob Corker, a UAW foe. Corker said during the February vote that VW would not give the plant a job-creating new model to
build if the UAW was voted in. But last month, VW announced that it would create 2,000 jobs at the plant to build a mid-sized SUV.
{ID:nL2N0PP0FA] The UAW contends that Corker’s statements unfairly influenced the February vote, but Corker said he was only
offering pertinent information to workers. The UAW is in need of a win at Chattanooga to bolster its membership and show that it can
organize a foreign-owned auto plant. In a rarity, VW is not opposed to the union, though officially, it has maintained neutrality. Mike
Burton, a leading anti-union VW worker, said on Friday that VW would be going against the wishes of most workers if it recognizes
the UAW. He said the company and union have drawn closer since his side won the February vote. “Volkswagen is ignoring the
majority opinion as expressed in a democratic election,” said Burton. “We feel cheated out of our victory by the way Volkswagen is
aligning with the UAW.” In order for VW to establish a German-style works council, which typically includes both blue- and white-collar
employees, in Chattanooga it must have a U.S.-based union to represent workers on wages and benefits, most labor experts say.

