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“based on…absenteeism patterns”, “adjusted to”, “estimate of direct and
indirect costs related to…”, “but also costs related to unpaid
absenteeism”, “have seen absenteeism increase/decrease”, “general
trend”, “larger variances”, “approximate”, “associated with”,
unrecognized gains, derivatives, unrealized losses, yes and no,
excluding special items, non-GAAP numbers, net unfavorable special
items, over-under, on top of-in between, Je vais juste, Μόλις πρόκειται
να, Sto andando a, 我 只 要 去!!! When will the number-copulation end, and will we
even know it when it does?

Much Ado About Nothing,
Maybe?
As most of us know by now, the
company leaders have been on
a campaign to curb alleged
attendance abuse throughout
the company. To support their
position, all sorts of allegations
are being introduced – in our
break rooms, on web postings,
and through letters to individual
groups. Here are some
examples of those statements
that don’t seem to make sense.
Charles Cerf
President

with careful review of the facts, I can reach no other conclusion
than that Southwest has overstated their position, and I believe
the methodology used to derive their claims is, at least in part,
disingenuous.
Fraternally,
Charles Cerf

Not One, Not
Several, Not Many,
but ALL

Absenteeism is expensive – it
costs us a half a billion dollars a
year.

we have the highest absenteeism and we are the least
productive.
SWA also has a OJI problem we pay up to twelve weeks of
salary continuation if they are injured on the job, but the
problem now is people regardless of the severity of the injury,
the majority of our employees injured are taking 11 weeks and
6 days off. Coincidence? I don’t believe so.
Even prior to companywide campaigns, our negotiating
committee had of course been reviewing years of our attendance
statistics for our groups by classification, as well as researching
the many allegations brought forward by SWA, knowing inevitably
this will spill over to our contract negotiations.
Here is what our research shows for the examples listed above.
First, on the cost of absenteeism being half a billion dollars a
year: In order to get to the big number, the company used what
they call indirect cost estimates, which included all fixed costs of
staffing required to cover missed work [recruiting, training,
benefits, vacation and holidays, 401(k) on vacations and
holidays, and payroll taxes – and the list goes on!]. Our work
group costs for what I thought would normally be accrued by
absenteeism (FMLA, OJI, and sick time) was $22,598,179, which
represents 4.51% of $500 million.
Next is the claim that we have the highest absenteeism and are
the least productive: When our union requested their source on
industry study to support the claim on absenteeism, SWA cited
confidentiality and could not share that information; and as for our
productivity – unrefuted studies have shown that our membership
is the most productive in the industry.
And last – the OJI claim: if the company knows that the majority
of work injuries are fraud then why not just say it, instead of
inferring it. Our union works with injured members annually in
different classifications and very few are ever determined not to
be legitimate.
In reviewing several years of company data on FMLA, OJI, and
sick time, trends show that when our group is working short,
normally due to improper staffing and periodic hiring freezes, OJI
and sick time is increased due in part to a lack of rest and down
time. We should never condone sick time used or injury claims
filed that are not genuine, but keep in mind this is already very
clear in Article 23 of our current contract. Judge for yourselves
how you view this campaign by the company on absenteeism, but

I have been sitting in a hotel room in PHX trying to figure what to
write about for my article. I want to write about something that is
interesting, thought intriguing, and something that will definitely
catch your attention, maybe
even slightly entertaining.
We just had a training session
for some of the newly elected
station representatives. It was a
nice mix of new and old. There
were a lot of the tenured station
representatives from district 6
that participated. As the vice
president I enjoy watching these
representatives growing in
stature, knowledge, and ability. I
could write something about the
Jerry McCrummen
120 elected station
Vice-President
representatives and the
invaluable service they provide, with little or no gratitude or
recognition. If I did that I surely would have to write about the
more than 300 alternate station representatives that assist the
station representatives, protecting the members in the stations
they serve.
For a moment, I thought maybe I could write about negotiations
and the progress that we are making, but then I thought, “Wait a
minute; negotiations are moving at a snail’s pace.” It is certainly
not due to a lack of effort on the part of our fine, hard-working
team: a team that has been actively serving this membership in
preparation and active sessions at the table since February of
2011. That’s 15 months that they have taken away from their
families and given to this local and to our membership. I have
said it before—it takes two to negotiate. On one side, we have
five members, a union president, and TWU International’s Air
Transport Division director dedicated to securing our membership
a better contract and quality of life. That is real and true, but
boring.
I got it! What about the communications coordinator for our local?
I could recognize her for the sacrifices, the overnights in DAL,
and the time commitment that she has given to the members of
this local.
Or I could write about the unity events that have already been
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Members of Team FLL enjoy the spring weather at their first annual FLL TWU 555 Picnic

overturned. This article is hardly keeping my attention so far.
held in many of our stations: HOU, BNA, BOS, PVD and ONT.
Wait, she didn’t plan those events alone, she worked with the four
members of the education committee. They helped buy, prepare,
serve, and cook for the members. I would have to recognize
them. That’s not excitingthat sounds a lot like work.

We are really busy presenting system boards, so that must be
keeping the 70 members that serve as a system board members
busy. They have to listen to each case, sit in judgment, and then
make a decision based on the facts and evidence. Most of the
times, the cases are boring or uneventful, hardly anything to write
home about or keep your attention.

Hold on, I got it! I will write about the webmaster—all that he
does to make sure that the website is updated, current, and
appealing to the eye. That is not exciting because I am sure that
every member has the skills to perform that task. (Yeah, right! I’ve
seen all the code and commands and features he has to sift
through just to make one graphic on our website appear
correctly.)

Hey, what about the eight district representatives? They have
already handled over 900 grievances this year! They have either
had or will have seven arbitrations in a two month period! I can
remember when we only had two or three a year! Oh yeah, and
two of those district reps have served on the AirTran integration
committee in their spare time. That is not interesting. Who wants
to hear about that?

How about the team of people who work at making this
publication each quarter. It certainly is no small task, but
describing what they do to publish the Voice of 555 doesn’t
actually make for good reading material necessarily.

Oh yeah, there are also eight alternate district representatives
that assist in the processing and handling of grievances. Surely
the members will think that the three staff positions are worth
writing about. There are the two grievance specialists that are
charged with fighting the grievances and the discipline that
members have been issued and the leave specialist who advises,
counsels, and assists our members that get injured or ill, to
ensure that they are given the opportunity to return to work. How
about our treasurer? He keeps our finances, pays our bills, and
oversees and administers a budget of over $2 million annually.
Oh yeah, in his spare time he helps with the grievances by sitting
second at system boards and arbitrations. What is exciting about
that? Did I mention the two ladies that run the office and handle
the administrative needs for over 8,300 members? What about
the one member who works on the grievance tracking system

I got it! I will write about the safety committee. The six members
of this local, spearheaded by a part time recording secretary, who
tirelessly travel around the system performing safety checks,
accident investigations, and ensuring that the stations are safer,
allowing us to return to our families each night, hopefully
relatively in the same condition when we left for work. Necessary,
but that is not necessarily riveting and exciting.
What about the election committee? Those three members,
behind the scene, ensure that we are in compliance with the DOL
regulations and that our elections are not compromised or

-4-

and provides vacation relief for the secretarial staff?
I am going to quit trying to find something to write about. I give
up. There is nothing exciting about 533 members/individuals
dedicated to making Local 555 stronger. Face it, all these
individuals just go about their jobs serving the membership of this
local without fanfare or recognition. I appreciate their dedication
and service. Their work may be necessary, but it definitely is not
exciting. It has moments of excitement, but they are few and far
between.
And, then again, I can’t really even say the work stops with those
533 members, for there are scores and scores of rank-and-file
members who play watchdog day in and day out, ensuring the
integrity of our collective bargaining agreement is upheld and that
each member they work with enjoys the rights and benefits of
working in a union shop. Very admirable work, but, once again,
how can I get all that enthusiasm and hard work into a few words
for a newsletter?
Maybe I will think about something to write about next newsletter.
Stay strong and take care of each other, for you are your
brother’s keepers.
God Bless and Keep You
jerry.mccrummen@twu555.org

If You Say So–
Think Before You
Get It In Writing
It is important that you know that the company must act on
information they receive about an agent’s inability to perform the
“essential functions of the job” because of injury or illness. It is
imperative that you know that
the company should and will
respond to a notification that
some seemingly small part of
your job causes you illness,
injury, or is a perceived threat to
your overall physical or mental
health. It is imperative that you
know that the company will
request, ask, even urge you to
have your physician give you a
written statement to certify the
details of the issue. It is
Amye L. T. Hollins
imperative that you know that
TWU 555 Leave Specialist
submitting such a note can, in
some instances, disqualify you
from working and result in what many would perceive to be a
forced sick leave.

a seizure
• Inability to work around a machine because it has
caused bodily harm in the past
• Inability to work around glycol because of a previous
reaction to glycol
• Inability to work in the bucket of a de-icing truck
because of fear of heights
Each case is handled on an individual basis. It depends greatly
upon the known and disclosed details of the illness. It also
depends on the details of the request and the needs of the
disabled agent and the ability of the company to reasonably
accommodate the agent. Some of the above cases resulted from
or resulted in OJI cases, FMLA cases, or no case at all, wherein
the agents realized that their reported inability to do a particular
portion of their job would result in a stack of medical
documentation and an Americans with Disabilities Act request.
I hope that agents or reps would call the union office to inquire
about these cases before any paperwork or doctor’s notes are
submitted. In cases where the agent submits a doctor’s statement
stating he is not fit for duty, when he in fact is, he must go back
and forth with his doctor and the company to provide written
confirmation that he is indeed fit for duty. If no doctor’s note has
been supplied then the issue is a bit easier to fix, though you may
receive phone calls about the notification from the FMLA and
ADA administration for Southwest Airlines, who are located in
Dallas. They will guide you through the request for ADA. They
may or may not explain to your understanding the ramifications of
such a request, but they must ensure that the offer is made and
followed through with if they have knowledge of the need. Before
you get into this process you really need to have a thorough
understanding of what you are asking for and guard what you say
to co-workers and station leadership during casual conversation.
Please call the union office as soon as you think you may have a
need.
The company has the responsibility to listen and act when
necessary and offer appropriate paperwork. The Americans with
Disabilities Act provides workers with the opportunity to request
through their treating physician some type of help or alteration of
the job in the form of a reasonable accommodation when they
can do all the essential functions of a job. FMLA is intended for

The examples that I have personally counseled agents though
over the last few years involved a number of different issues.
• Inability to wear Southwest Airlines issued trousers
because of an allergic reaction
• Inability to stand for long periods of time and needing
the use of a stool at a gate reader
• Inability to work in the bin of an aircraft because of
knee pain
• Inability to work because of an illness that may cause
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Grievance Report
February 22, 2012 – May 30, 2012
Total Grievances Filed

651

System Boards of Adjustment

10

*Arbitrations

5

2 Awarded

1 Denied

7 Deadlocked

Grievances Related to Discipline 182
Terminations

43

12 Reinstated

*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 company has taken the position that the long-established
past practice regarding the payment of monetary compensation
for overtime bypasses is a courtesy and not a contractual
obligation or requirement. The company has taken this position
and testified to that at two arbitrations in the last month. It is
officially recorded in the transcription of the case before the
arbitrator. They're classifying this monetary compensation as
punitive damages, and punitive damages are not recognized in
the CBA. It is our company’s position, since it is not recognized
in the CBA, that they are not required to continue paying
monetary compensation for overtime bypasses. The company
took the position that this is not a recognized past practice
because it is done differently all across the system. They testified
that in some stations, without actually naming the stations,
agents will sometimes work for their overtime bypasses. The
union is unaware of any stations where this practice is taking
place. If the company comes to you and tells you that they have
bypassed you and asks if you want to work for the assignment,
make sure that you get with your representative and let him or
her know of this request. This is a grievance, due to the fact that
the union sees this as an established, accepted, and recognized
past practice by both parties.

Grievance Tip: There've been some cases where the company in the past, due to a shift
bid error, would go to the agents and offer them a choice between multiple shifts. One of
these choices would be the shift the agent was already awarded, and the other choice
would be the one they should have been awarded if the bid had been done correctly. We
want the CBA to be followed by letting the agents exercise their seniority, but we also want
the CBA to be followed in other areas, also. If the bid is posted, according to the contract,
it must last 28 days. Failing to do that would result in the CBA being violated. The union
does not recognize the bid form, or the bid awarded form, as an official document. Further,
the union reserves the right to be the sole bargaining agent for the members of TWU
Local 555. Therefore, the company cannot negotiate directly with the members in order to
fix a mistake that they made. It would require a local agreement with the station
representative. If you are approached by the company with one of these forms, please let
your representative know. Without a local agreement to fix the situation, it would result in a
violation of the CBA.
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Serving the Members of
TWU Local 555...
President – Charles Cerf
(HRL-R)
Vice President – Jerry
McCrummen (DAL-O)
Financial Secretary/Treasurer
– Ralph Darnell (DAL-R)
Recording Secretary – Jesse
Soto (HOU-R)
Interim Grievance Specialist –
Brian Smith (MSY-R)
Grievance Specialist – Mike
Roach (LAS-F)
Leave Specialist – Amye L. T.
Hollins
Office Administrator –
Michelle Hornback
Membership Administrator –
Marie Ekberg
Communications Coordinator –
Patti Adams (LIT-O)
Webmaster – Jason Gomes
(SNA-R)
District 1 Representative –
Mike Martinez (LGA-R)
District 2 Representative –
Mike Cernosek (TPA-R)
District 3 Representative –
Randy Barnes (CLE-R)
District 4 Representative –
Mark Waters (BNA-R)
District 5 Representative –
Robert Bettinger (HOU-O)
District 6 Representative –
Kevin Carney (ABQ-R)
District 7 Representative –
Heard Bryant (SMF-O)
District 8 Representative –
Albert Barbosa (SEA-P)
Voice of 555 Editor – Ryan
Notton (PDX-R)

The Great Witch
Hunt of 2012 (or,
The Evils of
Being Sick!)
Today as I sat down to take my lunch break here at work I read
yet another Southwest blog on absenteeism from a SWALife
page that was printed out and placed in my work box. As I started
to read and take a bite of my
bologna sandwich I
remembered that I needed to
change my Ben Gay medicated
heat pad on my lower back.

agents who are unable to work because of a serious medical
condition. There is a very narrow margin to qualify for a
reasonable accommodation—too far left and you should be doing
the job the same way as everyone else, too far right and you are
a danger to yourself or liability in the workplace. Usually, the
request is written in such a manner that it is too restrictive and
ends up removing the agent from duty, or it’s written too leniently
as to show that assistance is not really needed.

Shaun Burris
IND Freight Agent

say about this.” And here we go!

ADA vs. Everything Else
The ADA is not “restricted duty”, it is not “light-duty”, and it is not
“transitional duty”. The ADA is not what you request when you are
sick or incapacitated in some way; that would be FMLA. The ADA
is not what you request when you have been injured on the job
and need to seek treatment or have had a bad experience with a
particular portion of your job or a particular piece of equipment. It
is a formal federally-protected benefit for a very special segment
of the population who, without ADA protection, may not be treated
fairly and may not be able to work.
The Thompson Publishing Group provides guidance to
employers about compliance and they write that the
ADA’s employment provisions seek to ensure that
people with disabilities can compete in the workplace
on a level playing field with others. It prohibits
employers from treating employees with disabilities
differently from other employees, and it requires
employers to make some alterations
“accommodations” to the working conditions of
disabled employees. Employers do not have to lower
their expectations or productivity requirements for
these employees; all they have to do is make some
adjustments to allow employees to meet the
standards.
Before you go into the supervisors office and complain about
some of the functions of your job that you may consider less
desirable, remember you do have certain seniority driven written
and unwritten options that are not as permanent as a doctors
statement, but you also don’t have to worry the note will be
written incorrectly and you end up out of a job for some period of
time.
If you have specific questions regarding your rights under the
American’s with Disabilities Act please contact me.
a.thompson@twu555.org

Then the company flat screen
message board flashed the
urgent red alert—absenteeism is
destroying our hopes. So with
my work-wrought aching back, a
letter in one hand, a bologna
sandwich in the other hand, and
my eyes staring at the flat
screen, I thought to myself, “You
know what, I got something to

Both the blog letter and the message on the flat screen got me
very interested in the way some of our company leaders voiced
their concerns towards their “family” members: fellow employees
here at Southwest Airlines. I must say that as I read some of the
statements made by our leaders I couldn’t help but drift back in
my mind to a distant time where life was pure and morals were at
their highest and the sky was always blue.
But, there was only one problem.
Oh yeah, the leaders of that community created a public outcry
and such a fear that innocent people were hung by their own
community members for the belief that they were witches and
could cause the loss of life ,home, and soul resulting in system
wide doom. The community I speak of was, of course, a little
village called Salem, and the event would later be referred to as
the Salem witch trials. And those of us who know our history are
keenly aware of how that turned out.
This is our company and we all want it to succeed. This should
go without saying, and I believe this is shown from the dedication
and hard work provided by employees night after night and day
after day.
The concern with system wide abuse of our attendance policies
is a very real concern, as it must be. As employees of Southwest
Airlines we understand the importance of being at work when
you’re supposed to be as much as possible. But, with that said, I
think we would all do well to remember that most, if not all of us,
management included, have used sick time, FMLA, or OJI when
we have been struck by injury or other unfortunate life events.
Ask yourself if you want fellow employees and management
judging you for being absent based on statements like the ones
used in this last company blog on SWALife—statements like, “If
you’re absent, you can’t impact anything.” Statements like this,
although effective in spreading anger and judgment throughout
the system and turning co-workers against co-workers and
creating tension between management and employee, are not
going to fix the problem. My concern is that starting a system
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wide witch hunt to squash the
supposed evil that is absenteeism will
not deter but in fact create low morale
and nothing but tension and fear of
reporting illness or injury. The result:
a loss of LUV throughout the LUV
airline.
In closing, I would like to add that
companies of any kind are not made
great by super strength beings from
another planet that are immune to
sickness or injury but, in fact,
companies are made great by regular
everyday people that have pain and
sickness and medical conditions
(usually created by long hours of
pushing the limits to make us a great
company) that can at times cause
very real problems, even at times
resulting in, dare I say, absenteeism.
We must be careful when pointing the
dirty stick at people who follow the
agreement between our employer
and our union and at times actually
exercise their rights when injury or
illness hits. Remember, you never
know when you might be the one on
the sick end yourself.
Attendance abuse is not a term that
should be thrown around lightly. To
make such a claim the company must
treat each situation based on medical
facts and documentation followed by the agreed upon steps for
absence of employees set forth by our union and company, not to
mention federal and state laws in some cases.
Let us put the rocks back down, and step back and look at some
of the messages we send to our work forceto our own brothers
and sisters.

Hats Off to You
I heard from a good friend of
mine just the other day, a ramp
agent I worked with for several
years while in ELP. He told me
that he had injured his shoulder
and that the doctor had him
scheduled for surgery in the
very near future. His injury did
not surprise me, for I know him
to be a hard working agent
going on 30 years with
Southwest. As you all know, the
Jesse Soto
ramp is physically challenging
Recording Secretary
work which can put a heavy toll
Safety & Health Advisor
on the body. Therefore, it is very
important to work safe. When
we work safe we give our body the best opportunity to stay
healthy.

Our jobs on the ramp, ops, provo, and cargo all involve working
in and around hazardous conditions and circumstances with
potential to cause injury. Trips, falls, lifting, pushing, stacking,
climbing, driving and all with a sense of urgency are very real
hazards we must contend with on a daily basis. The amount of
work that we produce is constantly increasing. New rules and
policies change daily and we are expected to learn and adhere to
these changes without a glitch.
This is what I want to address here. You men and women of
Local 555 take on the challenges head on. I am very proud of
your hard work and dedication that I see at every one of our
stations. Everywhere I travel on Southwest I continue to see
professionalism, commitment, conviction, and resilience. Your
work ethic is still legendary and is still the envy of the airline
industry. Even with the constant changes and all the hazards we
contend with—other airlines still want to be like us. Have you met
any Air Tran employee who is not happy to be joining our
Southwest family? Of course not!
Southwest is great because of you. You are true professionals.
Your job knowledge, experience, performance, and ability to
thrive in a multi-tasking work environment is what sets you apart.
Take pride in yourself and on how well you perform your job
because your union takes pride in you. In fact, your productivity
and resourcefulness is put on the negotiations table at every
session. We know how hard you work and how well you meet
every new challenge. Keep up the good work. Thank you for all
you do.
jesse.soto@twu555.org
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DISTRICT REPORTS
Thoughts, Concerns, and Musings from Around the System

Absenteeism = $500
Million! Really?
How many of you out there are tired of hearing of this. I for one
am not. I’d like to know how and where this $500 million number
came from? I’ve asked on SWALife and still haven’t gotten any
real and detailed answers, just
like a lot of you. Last I checked,
the company is now saying it’s
an estimate. Then they said they
got their “projected numbers”
from 2010. They also said they
did not have 2011/2012
numbers. As a shareholder, I’d
surely like to know—did we or
did we not lose $500 million? If
we did, and it wasn’t due to
absenteeism, then where did we
Mike Martinez, District 1 Rep
lose this money?
ALB, BDL, BOS, BWI, EWR, ISP, One of the replies to my
LGA, MHT, PHL, PVD

questions was, “It’s an estimate.
Even if it were $400 million that would still be a lot of money.” So
now it’s $400 million? Which is it? I cannot argue the fact that
there are some employees who do take advantage, but to classify
us all in the same category is ridiculous. We would all have to be
included for this number to fly. The numbers do not add up. For
$500 million to work, all 35,000 plus employees would have to
have missed 68 days at a ramp agent’s topped out rate! Think
about that. Each and every one of you would have to have
missed over 2 months of work for this number to fly. I for one
would wish they would give us a complete, detailed list of
everything included in this number because I’m not buying it. As a
shareholder, I’d like to know to where we are losing this money
and why?

Check Your Own Backyard
Since we’re on the subject of absenteeism, has the company
checked their own backyard? Are they aware of their own
managers out there who don’t come to work, or has our
management team been given the most generous vacation
package I’ve ever seen? There are only so many times they have
to go DAL. How many of you work with managers who come to
work half the month? How many of you have seen your manager
come in but won’t see them the rest of the day? How many
airport meetings can they possibly be at? How many reps out
there have had to look for a sup to turn in a grievance form
because, yet again, your manager’s on a cruise or out of town or
in another country? Bet there are a lot of you who have seen this.

employees to believe that all these agents out there are costing
you your profit sharing. People actually fall for this. They fell for
the $500 million number didn’t they?

Facts, Not Hearsay
You want to believe something, believe the facts. Where are
they? We’re either the worst or second worst airline when it
comes to absenteeism? According to whom? The same people
who told us we lost $500 million to absenteeism? This entire
debate can be resolved overnight. It’s very simple—show us the
facts. Break it down like most employees have been asking.
Show us the numbers. While you’re at it, show us the real
numbers regarding absenteeism. I’m having an issue when I’m
being told our 35,000 plus employees cost us half a billion
dollars. If this were correct, the company would have been in
emergency mode right after 2010. If the numbers they used were
from 2010, that means we should have lost $500 million two
years in a row, or close to it. Correct?
Also, when questioning the company on this, why is it that
employees are getting emails asking them, “Why are you writing
this?” Why is it that it’s been taking so long to post comments on
SWALife regarding the absenteeism questions? Personally, one
of my comments took at least two days to be posted. The same
thing has happened to other employees I’ve talked to as well.
Why? You don’t like being questioned? After all, there is a
comment option for employees. They wouldn’t be trying to
dissuade employees from posting embarrassing questions would
they?
In closing, it’s summer time. Take care of each other. Loads will
be through the roof, as always. Follow the rules to a tee. For
those that don’t know, the company plans on rolling out new
initiatives regarding absences/job performance, if they haven’t
already. They will be looking to write you up for everything under
the sun. Make sure they’re not doing anything outside of the
contract. Follow the CBA. Follow the GOM. Do as you’re told, so
long as it’s not an unsafe practice. If you’re not sure, look it up, or
get with your rep. Do research on these things. Arm yourself with
knowledge. Don’t leave yourself, or others, unprotected.
m.martinez@twu555.org

Now, there are a select number of managers out there who do
this. There are many managers who put in a lot of hours. I’ve
seen that personally. I’ve also seen the other side. Sometimes
you forget your manager’s name because they have been MIA so
often. Sometimes a manager will come into work and ask, “Who’s
that? And who’s that?” If they spent more time at work, they’d
know their own employees, wouldn’t they? Doesn’t feel good
when, as a manager, you’re feeling as though you’re being
lumped into the same category as the deadbeats.
You know what that’s called: Divide and Conquer. You get
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For more pict
twu555.org an

tures, video footage, plus information on upcoming unity events go to
nd click on the Unity Events tab.

DISTRICT REPORTS, continued

Congrats and Thank
Yous

Unshakable
Credibility

First of all, I would like to take the opportunity to congratulate all
of the new elected station reps and alternates in district 2. All of
you made a difficult choice in stepping up and wanting to
represent your brothers and
sisters at your respective
stations, and I want to thank you
for it. Most of you have
completed your new rep
training, which is just the
beginning. The responsibility
you have undertaken is one
where, although you have been
trained, is a continuous learning
process throughout your term
and beyond. Just remember one
Mike Cernosek, District 2 Rep
very important bit of advice—
ECP, FLL, GSP, IAD, JAX, MCO, that being you work for your
ORF, PBI, RDU, RSW, TPA
members.

In my early years here at Southwest Airlines I remember working
with a guy that I found to be a peculiar sort. Now when I say
peculiar I don’t mean that in a negative way. I mean that in the
sense that I had never worked
with anyone quite like him
before. He was an extremely
hard working, soft spoken fellow
that never complained and
would do whatever was asked
of him whenever it was asked.
He possessed this quality
almost to a fault because often
people would take advantage of
his disposition and call on him to
do far more than the rest of us.
Randy Barnes, District 3 Rep
At first, I would hear people say,
BUF, CLE, CMH, DTW, IND,
“Ask him to do it because he
MDW, MKE, MSP, PIT
won’t say anything” or, “He
won’t complain.” And sure
enough, they would ask him and he would do whatever they
would ask. When I saw this I would always think to myself, “That
poor fool doesn’t realize what they are doing to him”, but I never
said anything. At that time I was new to this industry and was just
learning how things worked around here, so I never said a word
to him about what I was witnessing.

I would also like to pass along my thanks for the reps who served
their members over the past years. Brian Wistling (TPA Provo),
Matt Siebolds (RSW), Clifton Jones (FLL Ramp), Daryl Browder
(ORF), Phil McNally (MCO Ramp), Elaina Randazzo (MCO Ops),
Douglas Reid (RDU), Valerie Passley (PBI), and John Ardes (TPA
Ramp). John has moved over to TPA Provo as their rep and
Brian Wistling continues to serve as the district 2 alternate.

Member vs. Member
I realize that kind of sounds strange because the majority of the
time it is generally member vs. company; however, there has
been an alarming trend here lately where I have been noticing
members writing up other members, members getting into
altercations (some physical) with other members, and even
departments not getting along with other departments. This
discourse goes against what a union stands for. With the pending
arbitration decision on seniority integration with Air Tran coming
and the continuing contract negotiations taking place, this union
needs to be solidified and standing together. I’m sure that all of
you are aware that many members of management are seeing
this “infighting” and, while it might not make them happy, I’m sure
they will use it to their advantage. All I ask of all of you is that if
you are having problems with another member or another
department please don’t make these problems a management
issue—an issue where disciplinary action could ensue. Instead,
try to get these problems settled “in house.” Get the station rep
involved. Get the district rep involved. We don’t need our house
divided. We need to work together in solidarity now more than
ever.

As time passed we became more familiar with each other from
working side-by-side. I thought I should tell him what I had known
for so long—that the supervisors and even his coworkers were all
taking advantage of him and having him do work that no one else
wanted to or would.
So there I was after a couple of years of watching this go on and
not doing anything about it. I was going to tell him the big secret.
One day while we were working in the bin we began to discuss
some of the things about our work that didn’t make sense. I told
him that he was being asked to do things that everyone should
be doing or at least doing well more than his fair share.
There it was: the cat was out of the bag. I had told him the big
secret. Now I awaited his internal, and possibly external, emotion
to overtake him. I thought for sure that he would be so outraged
that I might need to calm him down so that he wouldn’t do

In closing, I would like to thank the membership at the FLL station
who set up, cooked for, and attended the TWU station picnic on
April 25th. It was a great time and I look forward to the next one
sometime this fall. We are also planning a TWU 555 Unity Day in
TPA sometime late this summer or early fall. As soon as dates
are finalized for these events I will let everyone know. As always,
thank you for all the hard work all of you continue to do day in
and day out. Have a great summer.
God Bless you all
mike.cernosek@twu555.org
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the repeated sound of our voice. Management has grown to
expect the loud sound of our voices and have begun the tactic
of dismissing it as something that we are only doing because
of the position that we hold. The difference here was that this
message was now coming from one of the most respected
agents at the station, and if he was complaining about it then
something really must be wrong.
I carried his message to the manager’s office after giving it
great thought, not to throw it in his face as I had contemplated
at first, but to show him how far morale had sunk. I was able
to show this because someone who had done everything
asked of him for years, without so much as a raised eyebrow,
had reached his wits end. It worked. Management made some
of the changes that we had demanded for so long and we
returned to normal business.

something that he would regret later. Then, as I was waiting for
the angry reaction that I expected, I heard him make what I
thought was a most profound statement. He said, “I know”. Those
two words resonated with me because all this time I thought that
he had no idea that he was being taken advantage of. He went
on to tell me that he would not say anything because it was his
job to do the work that needed to be done.
Over the years he has served as an example of hard work and
dedication to Southwest Airlines, with an unshakable work ethic.
Then one day he seemed a little different. He seemed a little
irritated with always being the only one to be relied on to do the
little things. By this time I was the elected station rep, so when I
asked him what was wrong he told me that it was “b—- sh—”
how things were going at the station. He was referring to the
directions that we were being given on a daily basis with regards
to our work. He had clearly grown very frustrated with our
“leadership” and the directions that they were giving us.

Changing directions for a moment, I want to thank Geremy
Torres, Troy Lamont, Kris Miller, and Josh Fromm for their
dedicated service to the members over the past few years and
welcome to newly elected Station Reps Dan Chriss, Shaun
Burris, Brett Belkola, and Dan Hilton for stepping up to represent
the members of this local. I also want to thank the many reps
who are continuing their dedicated service to the members during
this next term.
Be Strong. Be United.
randy.barnes@twu555.org

Now what he was telling me came as no surprise because this
was a message that I had been bellowing for quite some time to
the station manager with very little response, because our
manager felt my job was to bellow about things. I had often heard
and witnessed the things that my fellow agent was so frustrated
about from other agents, but this was different. Here was
someone who never complained and always did what was asked
without question, who was now openly voicing his disdain
towards management and its directions.
On the surface this may not seem like a big deal, but deep down
it is. You see, this man had long been held up as the example for
the rest of the workers as someone who works hard and does
what is asked of him without question, and for so long that was
the biggest hurdle for me as a station rep to get over. The fact
that the things I had screamed about for so long were not a
problem for this gentleman. Management always had him to hold
up as proof that if things were as bad as I was saying then
everyone would be complaining, and this agent never did. Now
he was, but instead of taking this valuable nugget of information
and running to the manager’s office to throw in his face, I allowed
what he had just told me to marinate in my mind for a while. I
thought about what exactly it meant for him to tell me these
things.
After some deep thought it came to me—that often when we as
reps champion a cause or a message it gets watered down by

What I learned from this has stayed with me for a long time.
This has shown me the power of credibility. As a
representative for you, the members, my credibility must be
unshakable. There are a lot of members in the stations who
don’t complain. They just come and do whatever is asked, and
then there are others that complain every minute of every day
until it has become part of the day-to-day background noise.
The only thing is that you can’t stop listening because even if
someone complains all the time, it doesn’t mean the issue
isn’t important. It just means the message must be supported with
other credible sources. Please remember that how reliable your
source is determines how credible your message is.

Righteousness Be
Damned
So it seems like the golden rule, putting safety first, and
exercising good old common sense no longer apply here at SWA,
at least not in deed. Our company leadership can talk a big
game: they can spout off about
how great a safety record our
airline has and what a great
family we all are, but when it
comes down to it, time and
again, our current leaders have
not hesitated to throw their own
employees under the bus just to
avoid dealing with the real
issues.
As one can easily deduce from
the attached documentation
Mark Waters, District 4 Rep
(see page 14), the facts were of
BHM, BNA, CHS, JAN, MCI, MSY,
little importance in
OKC, OMA, SDF, STL, TUL
management’s decision to
discipline the agent. In fact, the discipline letter even stated the
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Secretary/Treasurer. I also give my condolences to all the loyal
members who ran for an elected position but did not win.
exact opposite of the only reliable testimony in this matter.
Further, all requests by the station representative for time to
investigate and for evidence were either ignored or denied. And
they wonder why we get upset!

News from District 5

Which brings me to the moral of the story: doing the right thing
may yield disastrously wrong results. The next time you are
faced with a dilemma that has huge implications, worry about
nothing else but how good you will look reacting to it. While I
would never discourage our members from doing the right thing,
it appears our company’s management is teaching us that the
most important, the most self-preserving, thing one can do for his
or her career here at Southwest Airlines is to cover one’s own
rear end and disregard the rest.
I realize this sounds absurd, but my only response is it’s not me
changing the rules of the game. I’m just the unlucky soul who has
the unfortunate job of pointing out those changes, as sadly
perverted as they may be. Please refer to the agent’s SOPI
report and the ensuing results of fact finding farce immediately
after (both on page 14, opposite).

Update
I had planned on sharing the attached discipline and grievance
(and my own words above about said grievance) while it was still
being fought. Time had elapsed between my writing this article
and the newsletter being printed, so I want to update you on
where the grievance went
June 5—system board hearing over grievance. Result: deadlock.
The company’s system board players said they couldn’t
ever see where throwing a wand at someone else
would be appropriate!
June 6—TWU 555 Local Executive Board voted to forward the
grievance to a final and binding arbitration. Hearing set
for July 19.
June 7—company decided to award grievance by withdrawing
letter in its entirety.

As a district report I am very pleased to announce that our great
district had the highest voter turnout in the system. The closest
district to ours was district 4. I am also very proud to announce
that the HOU operations department had the second highest
voter turnout in the system (79.97%), second only to LAX provo
(by .03 percent).Voter turnout is an important aspect of union
participation; it sets the stage on how management deals with us,
the union.
During a recent station event in our district, I was told by a couple
of our members that the station was working short staffed to the
point that it had become a safety hazard. I asked the members
that if it was a safety hazard then who was injured from working
short and how many accidents occurred due to improper staffing
levels. The answer was none to both of my questions. I then
asked the members how many delayed flight were attributed to
the short staffing. They told me none but only because operations
was changing the delay codes. I told the members that I would
do what I could, but without hard evidence they shouldn’t expect
much change.
It is management’s position that it is good business sense to
operate a department with suitable personnel as dictated by
work productivity (flights going out on time). I asked that they
please keep me in the loop and notify me of the flights and delay
codes that were being altered so I could expose those inaccurate
delay codes and fight the short staffing issues.
Fast forward a week later. I did not hear anything from the
members, but nevertheless I started conversations with the
station director about the station staffing levels. During our
conversation he informed me that the staffing levels were actually
over the requested limit and did not understand why the
members felt as if they were understaffed. (They were actually 20
members over the required staffing levels that the G.O. set for a
station of their size.)
Fast forward a second week. I received an email. It was a copy of
a three SOPI reports written by one of our members. The SOPIs
stated that their staffing was inadequate, and it was a safety
hazard. (The three SOPI’s were from the member who I had
already talked with.) This station director called me and wanted to
discuss the membership’s concerns. I did the best I could too
relay to the station director that the members were working short,
although the station director informed and sent the numbers to
prove that the station had added staffing two months prior and

m.waters@twu555.org

Congratulations
and Condolences
First and foremost I would like to publically congratulate all of the
winners of the recent TWU election. I look forward to working with
each and every station
representative that the
membership has entrusted with
representing them. I am sure
they will give the devotion and
dedication that the membership
deserves and requires. I also
would like to congratulate our
President Chuck Cerf who was
righteously elected to his third
term as president of TWU Local
555, and last but not by any
Robert Bettinger, District 5 Rep measure least, Ralph Darnell
AMA, AUS, CRP, DAL, HOU, HRL, who also retained his position as
LBB, LIT, MAF, SAT
the Financial
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that OJIs as well as the delays had decreased. The station
direction did ask me if I thought that the station was not utilizing
the added personnel correctly. I informed him I would ask the
members and get back to him. I thank the station director for
calling me and following up on the union member’s SOPIs.
What I had unfortunately discounted was a conversation that I
had with a couple members who I had talked with on the very
same day that prompted this event. These members were upset
because they heard what the other member had told me. These
members wanted me to recognize that the station is not under
staffed; it is rather that certain members do not come out of the
breakroom and help out fellow members. The members were
also displeased with the union that they pay dues to represent
these very same members when they get in trouble for not
helping fellow members. As I told them, if a member is guilty and
the correct level of discipline is given in order to correct a
behavior, I do not have a good case and would probably
withdraw any grievance that would be attributed to such action.
These members wanted me to include a message in my next
article (that would be the article you are currently reading). Their
message was simple: help your fellow union brother and sister,
do your job, do not sit in the breakroom and let someone else do
your work. If you are assigned as an assist on a flight go and do
what is expected of you. Be there for your fellow union brothers
and or sisters.

warehouses, and freight counters to name a few spots. These
videos can be watched by corporate security, employee relations,
directors, and managers from their office computers. (Perhaps
someday this function will be outsourced—reducing the number
of managers.)
In a very real Orwellian sense, “Big Brother is watching you” by
incorporating more and more methods to watch you at work. It’s
not just accidents that are being looked at. Were you at your
gate, did you do a walk around, did you hand out the freight in a
courteous manner? All these things, and more, can be checked
on simply with a couple of mouse clicks.

It is not my job as a district rep to be the judge and jury of the
membership. It is my responsibility to protect the membership
from violations of the CBA and ensure that no member is given
discipline without just cause as outlined in Article 20 of the CBA.

This means that you should be constantly aware of what you are
doing at work. Follow the ground operations manual. Do your job
the way the company wants you to do it. If it’s already past
departure time, still do your walk around. Believe me, you don’t
want to be in a fact finding meeting accused of violating a policy
and your only defense is, “I didn’t know they were watching.”

A word to the wise—if you are given discipline and the company
has fulfilled the just cause standard and the level of discipline is
appropriate to correct behavior, I will withdrawal your grievance;
however, if you are wrongly accused of a violation and/or the
company issues you excessive levels of discipline, I will fight
relentlessly on your behalf with great honor.

Speaking of “I didn’t know,” what did the last three memos you
signed say? Can’t remember? Well what were they about? Still
drawing a blank? It is surprising how many people sign whatever
is put in front of them without question. If you are asked to sign
something by a supervisor or manager, stop what you are doing
and read it before you sign. Make sure you understand what the
memo or policy or letter says. If you don’t know, ask questions.

robert.bettinger@twu555.org

1984, Three
Decades Later
Do the hairs on the back of your
neck tingle sometimes while at
work? Do you find yourself
looking over your shoulder? Do
you get the feeling you are
being watched? It’s not
paranoia. Add video cameras to
the time clock and door swipes
as a way that the company now
watches you while you are at
work.
You’ve probably seen videos of

Kevin Carney, District 6 Rep
accidents on the screens in the
ABQ, ELP, ONT, PHX, SAN, SNA, break rooms. These are not
TUS

reenactments, nor did someone
just happen to be filming when the accident happened. More and
more, cameras are being put in our work areas. There are
cameras not only taking video of the flight line but of t-point,

Lately, some supervisors have been asking agents to sign letters
while they are working. Imagine yourself in the bin loading bags
and a supervisor asks you to sign something. A lot of people are
just quickly signing without bothering to read or understand. If
you are approached, ask if you can sign it later when you have
time to read it. If they refuse, note on whatever you are signing
that you were instructed to sign without being given the benefit to
read and ask questions.

Had To Come Up Sooner or Later
The last thing I’d like to cover is medical marijuana. First, if you
have been prescribed marijuana for a medical condition, I am
sorry for your pain. However, your prescription does not mean
you will not be fired if you test positive on a drug test. Your doctor
may have told you that you can’t be fired if you have a
prescription. I have the utmost respect for doctors, but you may
want to check with a lawyer. Just as you wouldn’t want your
attorney to give you a prostate exam, you probably don’t want
your doctor giving you legal advice. Talk to your district
representative if you have questions for you or a friend.

Noli sinere te ab improbis opprimi.
kevin.carney@twu555.org
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The safety committee in LAS works with
local leadership to address concerns and
remedy problems related to safety. Bill, who
has received OSHA training, said their
committee also works to “keep money in the
company’s pockets and avoid fines from
OSHA.” Bill said that he’s learned that if it’s
not on paper, it doesn’t exist, so in a station
as large as LAS, documenting issues and
following up to make sure problems are
fixed is very important.

According
to
Jesse
Soto,
TWU
Local 555 Safety
Specialist
and
Recording Secretary,
“Bill is always on top of
issues with write-ups, followups, and statuses of how the
resolution is progressing. He is a
great guy and a great family man.”
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Bill has been a ramp agent in LAS for 14
years and on the safety committee since
2005. He got involved simply because he
was asked to by Dina Enders, TWU Local
555 Safety and Health Committee
member, and at that time, the LAS
safety committee chair. “I didn’t
know what I was getting into, and it
was a challenge, but I’ve learned a
lot and it’s given me a chance to
grow as a person,” said Bill. “Our
committee members all have
different skills and we play to that.
In LAS, we have over 500 baggage
carts alone, two terminals, and it’s a
challenge checking equipment, fire
extinguishers, submitting problems
to GSC and management and
keeping apprised of all the changes
that affect our work group. We try to
address our members concerns,

The safety committee in LAS is lead by Bill
Willis and comprised of Chris Aukamp,
Monica Bangan, Justin Prellwitz, Ralph Bai,
and Jeff Crowe. Dina Enders, who now
works system wide as a member of the
TWU Local 555 Safety and Health
Committee, continues to stay involved with
her LAS safety committee. Dina said, “Bill
has been the safety committee chairman in
LAS since 2008, and I was freaking out a bit
when he became the safety chairman
because I was so hands on, but he’s grown
so much as a person. Bill helped with the
PHX safety fair and he’s accompanied me
on safety visits in other stations and
assisted with Article 17 training for new
safety representatives. Bill is the type of
person who would give you the shirt off his
back.”
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“I’m just an ordinary guy working to provide
for my family the best I can. The safety
committee in LAS is about our
membership.” Perhaps it’s Bill’s team
player attitude and dedication to keeping
his fellow members safe that lead to several
members suggesting an article about Bill.
However, at Bill’s request, this article is not
only about him, but also about a great
safety team in LAS.

and we post all issues so
members are aware of what is going on.”
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“In
LAS,
safety begins
and ends with
our
team
concept,
”
according to
Bill Willis, LAS
Ramp Agent
and
TWU
Local
555
LAS
Safety
Committee
Chairman. Bill
Willis was a
little surprised,
to say the
least, that it was suggested he be
highlighted in our newsletter. “Why me?”

me

Just an Ordinary Guy

Bill and his wife, Jacie, have been
married for 12 years and have two boys,
Zachary age nine, and Dillon age four. Bill’s
dedication to his family is obvious and
family time is very important in the Willis
household. Jacie is a
stay at home mom,
and Bill’s quick to
point out how hard
she works and how
truly blessed he is to
have her. “When I’ve
temped in other
stations, I worried about them, but not
really, because I knew she had everything
under control at home.” Bill was born in
Louisiana and grew up in Napa
Valley, California, but Bill and Jacie
consider LAS home now and both
have extended family in the area.

Safety is a
Team Concept
in LAS

Bill said he was told that being a
safety representative is a thankless
job, but that the committee in LAS
works on it as a team and does it
because they really believe in
keeping members safe.
So to Bill, and to everyone on the
entire team in LAS—thank you for
working to keep your brothers and
sisters safe for our local, but more
importantly, for their families. Bill,
there’s nothing ordinary about that!

If you know a TWU Local 555 member you’d like to see highlighted
in the next newsletter, please contact communications coordinator,
Patti Adams, at patti.adams@twu555.org.
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Greetings!
By the time this article is printed we will have the decision from
the arbitration on our seniority integration, which was held in
Washington D.C. in mid-April. I would like to thank
the TWU 555 Integration
Committee for rising to the
challenge; I know that when it
came to our arguments they ‘left
no rock unturned’! I look forward
to the arbitrator’s decisions.
Moving on to negotiations, I am
sure that you are all making use
of our website to stay abreast of
all the latest updates. The
Negotiating Committee sincerely
appreciates all of those
Heard Bryant, District 7 Rep
members who have taken the
BUR, LAS, LAX, SFO, SJC, SMF time to send feedback. Keep it
coming! They will continue to
update you after each week’s session. Let’s continue to stay
strong, united, patient, and focused. Together we can ensure a
solid future for all of our members and their families while
continuing to contribute to the success of Southwest Airlines.
Mark your calendars! The Education Committee has scheduled a
unity event for District 7 on August 21, 2012 in Los Angeles. I will
contact the station reps to begin making plans.

Congratulations & Appreciations
I would like to thank all of the station representatives that held
their positions and congratulate those others who have joined
their number: Howard Fox (SMF Ops), Brian Terrell (SMF Ramp),
Jerry Carillo (LAX Provo), and Steve Sachava (SFO Ramp) were
all recently elected as new station representatives. I would also
like to congratulate Nate Lemmond (LAS Ramp), who is now my
alternate district representative. Nate has been an alternate
station representative for over a decade and is very
knowledgeable about our contract. I look forward to working with
all of you. Welcome to the team!
I must also take a moment to congratulate Mike Roach, our new
grievance specialist. Mike’s position will be in addition to Brian
Smith, our current grievance specialist. Mike’s experience and
knowledge of being a district representative for over 12 years will
tremendously enhance the excellent work that is already being
done.
With the first half of 2012 behind us and the summer months
upon us we can now reflect on the obstacles we have already
overcome together throughout the first half of this year, but more
importantly, we can look forward to the victories and progress that
awaits us as we finish this year strong and united.
“The common ground is greater and more enduring than the
differences that divide.” ~Nelson Mandela
Let us take a moment to remember those brothers and sisters
who are no longer with us. As always, work safe and continue to
look out for one another.
Fraternally,
h.bryant@twu555.org

What’s That Saying
About Casting the
First Stone?
Hope this article finds everyone in good health. Its summer again,
so be sure to stay hydrated and safe out there. For this article I’d
like to touch on a few issues I’ve come across recently and make
all of you aware of the stance
the company has chosen to take
on these matters.
Having gone through some
severe weather situations
across the system over the
winter/spring, I wanted to relay
the policy the company has
used and the way they are
looking at it now. First, everyone
should be aware that as part of
the yearly sign and returns is a
Albert Barbosa, District 8 Rep
memo that was introduced in
BOI, DEN, GEG, OAK, PDX, RNO, 2005 regarding “Adverse
SEA, SLC
Weather Conditions”. You read
all those, right? Well basically what it says is agents should not
assume that points from reported personal absences (requested
or not) due to being unable to make it in to work in adverse
weather conditions will be removed (or not charged at all for that
matter). It goes on to state that situations will be looked at on a
case by case basis.
So what does that mean? Essentially, if you find yourself in a
situation where going to work is impossible or the attempt to
would/could put you in a position that compromises your safety,
document, document, document. The company may charge you a
RPA, and it will be up to you to show the conditions that caused
your concern in the first place. Take pictures, document news
casts, etc. These are the things that will help in determining if the
RPA and point will remain on your attendance record. As just
about everyone now a days has a cell phone, there should be no
excuse for not taking a picture or three of road conditions or
closures, fallen trees, flooding, fires, and the like. In these
situations the aforementioned can be extremely helpful in
discussing, resolving, and/or presenting your grievances (when/if
filed) over points assessed during extreme weather events and
situations.
What you cannot or should not do is expect the company to
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automatically do the right thing. Unfortunately, those days have
gone the way of dinosaurs, doe-doe birds, and Herb & Colleen.
The powers that be now speak of safety still being the number
one priority, but only until it impacts the operation, and then it
seems to be more of a suggestion than a priority. (That is, unless
they can discipline you for something, then it’s a priority again.)
I’d also like to spend a minute or two discussing the contractual
provision concerning Just Cause. Article 20, Section 1, paragraph
A of the CBA states, “No Employee who has passed his
probationary period shall be disciplined to the extent of loss of
pay or discharge without just cause”. As well, Article 20, Section
1, Paragraph L, sub 5 states the following, “In the event any
disciplinary action taken by the Company is made the subject of
proceedings, the Board’s authority shall, in addition to the
limitations set forth herein, be limited to the determination of the
question of whether the Employee(s) involved were disciplined for
just cause.”
Contrary to the belief held by some that just cause means the
company can issue discipline “Just beCause”, there has been a
long standing set of arbitral guidelines concerning this topic. Now
while various arbitrators have their own versions or mesh of the
following Seven Steps of Just Cause, it has been a standard
consideration since before SWA. They are

documented application and not just, “that time, that guy did that
thing which I heard was just like my issue”. Now this is the part
that I feel should be emphasized since it’s all of us that
should be documenting things as they happen (getting
a witness to sign off on a write up doesn’t hurt) even if
you feel it doesn’t concern or relate to you. It could be
...seven tests of just cause
days, weeks, months, or even never before it’s ever
used, but I don’t know who would/could argue against
1. Notice: Did the company give notice or warning of the
having such write ups when/if needed. (Witness
possible/probable consequences of the disciplinary conduct?
Statement Form can be found at twu555.org.) The
2. Reasonable Rule or Order: Was the company’s rule or
discipline/job you save could be your own.

order reasonably related to the orderly, efficient, and safe
operation of business, and what would be properly expected
of the employee?
3. Investigation: Prior to the issuing of discipline, did the
company make an effort to discover whether the employee
did in fact violate or disobey a rule or order from
management?
4. Fair Investigation: Was the company’s investigation
conducted fairly and objectively?
5. Proof: Was substantial evidence or proof that the
employee was guilty as charged obtained?
6. Equal Treatment: Has the company applied its rules,
orders, and penalties even-handedly and without
discrimination to all employees?
7. Penalty: Was the degree of discipline administered by the
Company reasonably related to the seriousness of the
employee’s proven offense and the employee’s record of
service with the company?

Now I paraphrased a few of these in the interest of space and
time. As well as the hope that it generates conversation on the
topic of “just cause”. In some cases a “no” when answering any
one of the above questions may be enough to mount a serious
defense. And yet in others it requires that more than one be
answered with a “no” to get the same result.

Finally, just a word on progressive disciplineokay,
maybe more than one. The company doesn’t believe in
it (or at least has picked only a couple of areas to apply
it to). Instead they would like to discipline you based on
what they believe could have happened in any
particular incident rather than what actually did. Why
should you care? Simply put, the company is advancing
a train of thought that letters of instruction or less just
don’t get the point across, and so letters of warning, or
worse, are the first steps in addressing issues with
employees. For those that actually have been in the
trenches and now find themselves in positions of
“authority”, just because you seem to have forgotten
the issues of your past (attendance, behavior,
equipment, aircraft, and even jetway damage) don’t
think that we have
Again, document everything you can: from incidents to
conversations with management. Remember that the
company expects all employees to follow the CBA and
the policies we’ve agreed to as a condition of
employment. Shortcuts don’t generally follow either, so
don’t take them unless you’re prepared to deal with the
consequences.

I ask only that you make yourself aware of the above
and do your part in ensuring that you are treated fairly,
contractually, and with the respect we each deserve as
a major part of the success of our airline over the past, present,
and into future.
Until the next time, be safe, be strong, and take care of each
other.
albert.barbosa@twu555.org

In reference to equal treatment I must add that it should be
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New UFCW App: One-Stop
Shopping for Working Families

Beyond 555

(UCS) Finding the nearest union grocery store is
now as near as your smartphone.
The nation’s largest union of grocery workers in
mid-May released its first ever-smartphone app,
designed to highlight worker voices and connect
consumers with union grocery stores across the
country. The United Food and Commercial
Workers called the app “a major development for
consumers seeking to make
informed choices about where
they spend their shopping
dollars by highlighting stores
where workers are sticking
together to preserve good,
family-supporting jobs in our
communities.”
A major highlight of the app is its
“Shop Union” feature, which
allows anyone in the United
States or Canada to locate their
nearest union grocery store,
complete with driving directions. “If UFCW
members work at a grocery store near you, the
app will be able to get you there,” says the union.
The UFCW app also lets users receive the latest
updates from UFCW members and working
people everywhere, see breaking news and
original video, and get information about how to
take action for working families.
“What a great app!” said one early user. “Now I
can easily stay informed on the latest union
news, and always find the closest union store
even when I am on the go.”
Search for “UFCW” in the App Store or go to
http://ufcwaction.org/app

Whirlpool’s “Golden Coffins”
Challenged by Workers

to be shut down mid-year.

Employer Requests for Facebook
Passwords Sparks Federal Inquiry
(UCS) Reaction has been swift to reports that
some employers are asking job applicants for
Facebook passwords.
Senators Charles E. Schumer of New York and
Richard Blumenthal of Connecticut have asked
Attorney General Eric H. Holder Jr. to investigate
whether the practice – first reported by the
Associated Press in early March — violates
federal law. They called on the Justice
Department and the Equal Employment
Opportunity Commission to begin investigations.
And on March 23, Facebook cautioned
employers not to ask job applicants for their
passwords, warning that if an employer
discovered on Facebook that a job applicant is a
member of a protected group, the employer might
be vulnerable to claims of discrimination if it did
not hire that person.
“In an age where more and more of our personal
information — and our private social interactions
— are online, it is vital that all individuals be
allowed to determine for themselves what
personal information they want to make public
and protect personal information from their
would-be employers. This is especially important
during the job-seeking process, when all the
power is on one side of the fence,” Schumer said
in a statement.
The senators said they’re writing a bill to fill any
gaps not covered by current laws.

Revamped Executive PayWatch Website
Focuses on “CEO Pay and the 99%”

So-called “golden coffins” transfer money to the
heirs of senior executives, which critics argue
makes a mockery of “pay for performance.”

(UCS) Top CEOs collected an average $12.9
million in pay last year. It would take 11,000 years
for a worker to make what Apple’s CEO made in
2011. Verizon cut 41,100 jobs between 2007 and
2011 while hoarding $14 billion and paying its
CEO $23.1 million just in 2011.

Golden coffins were the target of unions whose
members showed up in force at Whirlpool’s
annual shareholder meeting April 17 in Chicago.
Whirlpool – which recently shut down a
refrigerator facility in Evansville, IN –
handed out $34.5 million to the heirs of the
company’s five highest paid executives.

Those are just a few of the juicy nuggets on the
revamped AFL-CIO Executive PayWatch site,
now dubbed “CEO Pay and the 99%,” which
features a whole new look,
with lots of sharable
infographics and powerful
data.

An AFL-CIO shareholder proposal asking
the company to obtain shareholder
approval for any future “golden coffin”
payments to senior executives collected a
strong showing of 39 percent of the votes
cast, reported the AFL-CIO Now blog.

Designed to be an easilyaccessible tool for activists
and leaders, “CEO Pay
and the 99%” contains
comprehensive info on
executive pay, with all of the 2011 data
searchable by industry, by state and by the top
100 highest paid CEOs.

(UCS) Who says you can’t take it with you?

Retired IUE-CWA member David Jones, who
worked at the shuttered Evansville plant, made
an impassioned plea to Whirlpool CEO Jeff Fettig
about retiree health care and pension benefits,
and USW Local 370 President Rick Nemeth
questioned Fettig about the company’s plans
regarding the Fort Smith, Ark., plant that’s slated

The AFL-CIO is making buttons and banners
linking to “CEO Pay and the 99%” available for
easy posting on websites.
The new site also features data on swelling

corporate cash stockpiles, the widening
gap between CEO-to-worker pay, mutual
funds’ votes on executive pay, and the
shady world of private equity, which Mitt
Romney’s candidacy has brought to light.

Serious Consumer Data Risks Flagged
in CWA Report
(UCS) Citing a growing number of security
questions surrounding overseas call centers, the
Communications Workers of America (CWA) April
2 released an updated version of a “sobering”
December 2011 report detailing the linkage
between the off-shoring of call center jobs and a
range of serious negative effects on U.S.
consumers and job seekers, including placing
consumers’ personal information at risk.
CWA noted that
despite
serious
security concerns
— several major
investigations have
u n e a r t h e d
fraudulent
and
criminal
activity
emanating
from
overseas
call
centers — Wells
Fargo and T-Mobile
have announced
that they will close
numerous U.S. call
centers
and
instead
expand
their commitments to call centers in India and the
Philippines.
The rising security concerns have built
momentum for the “U.S. Call Center Worker and
Consumer Protection Act,” CWA said, with the
number of co-sponsors now over 100. “The
recent reports of data breaches and security
lapses at overseas call centers underscore the
importance of the bi-partisan legislation that
would ban taxpayer dollars in the form of federal
grants or guaranteed loans to American
companies that move call center jobs overseas,”
CWA added.
The legislation would also require call center
employees to disclose their location to U.S.
consumers and transfer that call to a U.S.-based
center if requested by the consumer, as well as
require that a list of companies that off-shore their
call center work be made available to the public.
Key Updates to the CWA report include:
- Information from an alarming investigation by
The Sunday Times: The investigation details the
existing black market for consumer data in India,
and shows how easily undercover reporters were
able to access and purchase valuable consumer
data.
- The U.S. Federal Trade Commission (FTC)
uncovered a telemarketing scam operating out of
an Indian call center: Employees pretended to be
from a debt collection agency and defrauded
Americans out of over $5 million.

