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Greg Puriski
President

Time for the Game-Playing to End

T

his is my first article as your TWU Local 555 president, and I’m humbled and
honored to serve.

Since May 1st, I’ve spent a lot of time listening, observing, reading, researching, and basically trying to get up to speed on all our
union’s business. I can tell you, it’s been an incredible task, but one that has left me with enormous pride in what our members, our
union, and our company have achieved.
My main goal is to negotiate a new contract. Four years is too long! At the time this article is being written, there has been some
dialogue with company leaders, so I’m hopeful there will be a tentative agreement for your approval/disapproval by the time this
newsletter is distributed. If there is not a tentative agreement, then I’ll tell you in advance that is most definitely not because your union
has not exhausted every possible effort to reach an agreement.
We all know that labor/management relations have deteriorated over the years, and one of my goals is to facilitate change that will
improve our members’ work environment and improve the grievance process, which I think we all know is broken. I am not new to our
union, but as your president, I’ve been privy to additional information that is appalling. We must stop approaching issues/grievances as
a game. This is not about one-upping each other. It is not about a “win” or a “loss.” We are dealing with people’s lives, their careers and
families, and it is inexcusable to see some issues dealt with so cavalierly. I’ve witnessed Basic Principles of Conduct violations stretched
to make a minor infraction fit in order to justify terminating members; ridiculous debates on what a word means; long, arduous fights
on simple overtime bypass issues; members truly fearful everyday at work because of the possibility of being disciplined for a simple
mistake; and the list goes on.
Last week, I met a member who actually lost money coming to DAL for a system board regarding an overtime bypass. He missed out
on more overtime coming to DAL for the hearing than he would would have received if he’d cut his losses and dropped the grievance,
but he had seen this contractual violation happen too many times and didn’t want it to happen again, so he had to go forward. The
company spent a lot more defending their stance against his grievance than if they had just paid the member for the bypass. The
company had to cover two agents’ shifts with overtime, plus the time for at least three managers, one admin, and one supervisor. This is
ridiculous! This is not a game about who wins or loses. I would also like to point out that this waste of money and resources is my profit
sharing, and that’s important to me because my wife and I are both Southwest Airlines employees.
I wish I could say that all the problems are due to the company, but that would not be the truth; we are not perfect and we make
mistakes, too. However, I can at least say with certainty that the
aggressive approach our union takes is the direct result of how our
frontline members are treated by the company.
In the end, though, pointing fingers is useless, so let’s knock it off
and quit playing games. As your president, I will do my very best to
make sure that your union deals in issues with integrity and in your
best interest, and I’ll hold the company accountable when they “play
games” or deal with our members unjustly. I ask that you do the same.
You are the best in the industry, so keep doing your job to the best of
your ability.
In closing, I would like to offer my sincere thanks to our former
President Charles Cerf. We appreciate his 25 years of dedicated
service. Always the professional, Chuck was kind enough to spend
time with me to assist in the transition. Thank you, brother!
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L to R– TWU International Representative Gary Shults, former TWU 555 President
Charles Cerf, TWU International VP and ATD Director Garry Drummond.

Jerry McCrummen
Vice President

State Family Leave Law Facts

O

ne of my duties includes protecting our membership. A way to do that is to educate
and empower the membership with knowledge. In doing so, this knowledge will
enable members to make informed choices in the handling of their attendance. Some
states served by Southwest Airlines have more liberal leave laws than most. One of those
states is Maryland that has a law called the Maryland Family Flex Leave Act (MFFLA) and it is very similar to the California “Kin Care”
law. There are a couple of major differences in the Maryland and California laws. In California, an employee is allowed to use ½ of
their annual accrual (6 days) and in Maryland there is no limit on the amount of your total accrual of sick leave or vacation that can be
utilized. The MFFLA protects in two ways: 1) MFFLA is a wage protection act and 2) it protects employees from being disciplined for
exercising their rights under the law. Southwest Airlines enacted a revised policy on July 1st that is a thinly veiled attempt to threaten,
coerce, and intimidate agents from using MFFLA. If challenged in court, it is our belief that it will be deemed onerous and illegal.
The Flexible Leave Act, Chapter 644 of the Laws of Maryland 2008, authorizes employees of employers with 15 or more individuals
to use “leave with pay” for an illness in the employee’s immediate family - a child, spouse or parent. Leave with pay is considered time
away from work for which an employee is paid and includes sick leave, vacation time, and compensatory time. An employee may only
use leave with pay that has been earned and employees who earn more than one type of leave with pay may elect the type and amount
of leave with pay to be used. An employee who uses leave with pay under this law is required to comply with the terms of any collective
bargaining agreement or employment policy.
The breadth of the MFFLA is currently mostly unexplored, but that does not give Southwest Airlines the right to coerce, intimidate
or threaten employees from exercising their rights under the law. The MFFLA prohibits an employer from discharging, demoting,
suspending, disciplining or otherwise discriminating against an employee or threatening to take any of these actions against an
employee who exercises rights under this law. A requirement that employees who take paid leave for an illness provide some
documentation about the type of illness that prompted the leave request would be reasonable. The Act does not define the term
“illness.” Thus, a specific request for a doctor’s note may not be deemed reasonable under the Act. It is the union’s position that the
requested documentation does not have to be a doctor’s note. We do not have to provide a note to get paid under the Attendance
Control Program outlined in Article 23 of our contract; so requiring that documentation contain the signature of a doctor or healthcare
provider would be improper. The company’s policy states: “Failure to provide documentation may result in appropriate discipline”
– wrong answer because the employer is threatening discipline if the employees uses MFFLA. If you have to take a member of your
immediate family to the doctor, then by all means provide them with a note, but if you don’t, then you can’t provide a note without
absorbing the cost or fee for a visit. If you are called into a fact-finder, please reach out to Amye Thompson-Hollins or myself and keep
us in the loop. There are two sides to this misguided revision: 1) the employment side which would be handled through the grievance
procedure and 2) the legal side which would by handled by the courts, or a lawsuit, or by filing a complaint. Shame on Southwest
Airlines for enacting an unreasonable work rule or policy. If it wasn’t broke, don’t fix it. This is just another example of a creative mind
trying to justify their job and position. If this union or myself can be of any assistance, do not hesitate to call upon us. Any complaints
regarding this law can be directed to the Maryland Department of Labor, Licensing and Regulation. I am happy to be of assistance so
here is the contact information:
Department of Labor, Licensing and Regulation
Division of Labor and Industry
1100 North Eutaw Street
Room 606
Baltimore, MD 21201
Telephone Number: (410) 767-2241
Fax Number: (410) 767-2986
E-mail Address: dli@dllr.state.md.us
Take care of your family and each other. Be safe!
Union Proud,
Jerry McCrummen
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This company is a money making machine, as evidenced by
the profits now soaring over one billion dollars a year. It is
not that they don’t have the money. It is not because ground
ops workers have not performed at a high level. What else
can it possibly be besides greed?

LETTER TO THE EDITOR — ECHOS IN THE WIND
Frank Pickens — PDX Ramp

I have served as a ramp agent for Southwest Airlines going
on my 21st year and have worked at five stations. I have
watched previous contract negotiations come and go with
the same tug of war struggles that often went as long as
two years. We always expected the company to try and
pay us as little as possible, which I think in and of itself is
rather a selfish manner in which to try and win the loyalty
of its workers. Of course, in days past we knew that Herb
Kelleher and his small band of corporate leadership did
respect and appreciate us. It is just that everything is about
money and the games are always played out during union
negotiations.
Well, that was then and this is now, and our current
contract negotiations are in their fourth year, with not even
one offer to vote on yet because the company has never
made one single legitimate offer, not one, in four years!
Astounding to fathom since the company has been making
millions and millions of dollars and hit the all-time high of
1.4 billion in 2014. Hooray! Awesome! Our employees are
the best and most hard working in the industry, but we are
sorry they are not worth more than an extra .39 cents an
hour.
What does that say to the hard-working members of TWU
555? It says the company can spew all the fake accolades
and spurious words it wants in a feeble attempt to show
appreciation as long as it does not amount to monetary
rewards for those of us who have gone six years without
either a cost of living increase or a contractual raise. This
makes the company look really bad. To add insult to injury,
they got two free years on the orange contract by giving us
stock options, which were totally worthless to almost all of
us. Okay, they got enough people to vote for those stock
options. It still doesn’t change a thing. The company gained
and we lost.
So what are we to do? How does one fight greed? Pretty
powerful stuff as we can all see. 39 cents...wow. But, hey, we
are the best workers in the industry. As I have pointed out,
though, talk is pretty cheap.
Even the staunchest kool aid drinker cannot defend the
insulting stance our company’s current leadership has taken.
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If the human condition of greed cannot be fully
comprehended all one must do is look at today’s
corporations and the complete lack of ethical behavior and
the mind-set that one cannot ever make enough money.
Of course why waste money giving a substantial increase
to the workers who helped make that money flow when
one is looking at other ways to decrease the salaries already
in place, or more precisely find some way to replace those
people, and their union, and hire “contract workers”? This
company is not only unwilling to negotiate a new contract,
but is actually thinking of ways to decrease salaries.
I have never seen a time when employee morale was so
low and listened to the harsh and brutal feelings voiced
in so many stations. The most common declaration that
rings out, “I don’t give a s#@t anymore!” Period. End of
discussion. The feelings of betrayal have been replaced by
feelings of pure disdain and even hatred of the way this
company has handled not only their joke of a negotiations,
but by implementing all the new little rules and regulations,
the auditing, the absurdities we see on the front lines
presently. Write ups for petty infractions.What genius is
coming up with all this new minutia? Am I becoming a
conspiracy wacko or does it seem the company is arbitrarily
creating new rules and regulations out of thin air so they
can make more paper trails?! More rules equals more
infractions. More infractions equals more discipline. More
discipline eventually translates into fewer employees? Are
the supposed “safety measures” shrouded in deceit for the
sole purpose of harassing workers and trying to fire people,
which in and of itself is imbecilic since the company
cannot even hire enough people to keep up with the ramp
personnel demands? If so, this would all be done in the
name of arrogance and ego because TWU 555 members
were not the good little soldiers and did not sign on to take
the little breadcrumbs offered by the mighty company.
Well here is a newsflash - you can only push people so far
before even the most meek person will stand up. And why
would you want to keep pushing the very people that make
this company profitable in the first place?
I believe that there is plenty of room in the budget for a
fair increase in pay. Southwest knows this, and so do we. So
it comes down to attitude, and quite frankly Southwest is
the one displaying not only a bad attitude, but a complete
Article continued on page 23

LETTER TO THE EDITOR — Mistakes Could Cost You
Eric Holt STL Ramp

G

uys, I have a confession to
make. I kill trees. Well, sort of.
I’m one of the few employees left
in existence who still gets a paper
check. Yes, it can be a pain in the
butt, and sometimes it doesn’t show
up on the right day. But I’m “Old School.” I want to see
something in writing for my hard work. Something I can
hold, look at, and read without going onto SWAlife. (Every
time I try to go on there my password is expired…but that’s
another story.)
Ok, you may be wondering what my point is here. This
just happened to me for the second time – so the TWU
education committee asked if I would write an article about
it.
I received my check on the 20th. Since I get the paper
version, I always open it up and read
through everything to make
sure my hours/ot/etc. were
correct. I noticed there was
a line for “8.0 Hours SICK
time.” Hmmm – I never
called in sick this month. I
went to a supervisor and had
him
pull up my hours, etc. on the
computer. It flagged
that I called off sick on the 8th. The 8th was my Freeday,
and I showed it to him on the Freeday bid sheet posted
on the wall. The supervisor got back on the computer and
pulled up a Payroll Adjustment Form, explained what
happened on the form, and sent it in to headquarters. It
took a few more e-mails to and from payroll, and another
Payroll Adjustment Form sent in by another supervisor,
along with a copy of the daily log showing my name under
Freeday, to get it fixed. At least they said it’s fixed. I will be
going back in to make sure it’s fixed – figured I’d give the
giant “system” a bit of time to work.
SO – no harm no foul, right? Wrong. I had a Reported
Tardy (weather conditions) and a Reported Personal
Absence in December that should have rolled off midMarch. Because of this error, instead of being at -5, I was
at -2.5, as I had gained another point due to the sick day
charged in error before the other 1.5 points rolled off. Had
I not noticed the error, I would have erroneously thought I

was at -5. This is how problems start brothers and sisters – a
small human error in checking a box on a computer screen.
I know it wasn’t intentional and I’m not mad at anybody.
Stuff happens. I have never been “up there” in points, and
don’t intend to be. But things happen, and this small error
could have gotten a member who was in point trouble fired.
Yes, it probably would have been caught by our grievance
staff, but maybe not. Are YOU willing to take that chance?
Pay attention to your records.
Years prior to this, I caught another one of these glitches by
reading my paystub. I noticed that I was .5 short on hours/
pay. I knew I had never left early, so I had the sup look up
my hours. They had somehow given me an Unreported
Tardy for ½ hour on one of my regular workdays. We
looked at my bid
and I was working a 0730-1600
shift.
I punched in at 0728 and
punched out at 1558. Anyone
see ½ hour short there? They
got me my money back and
the Unreported Tardy was
fixed, but what if I hadn’t
been paying attention?
My point here is not to make you all call the company
to get your paper checks back. We don’t need any more
trees killed, but please, brothers and sisters, check your
paystub every single time you get one, either online, or on
paper. Know how many hours you worked, and exactly
how many hours and at what rate of pay you should have.
We have guys who make a copy of the calendar month and
write down all their regular/OT/DT hours on it every day.
If something looks wrong, then have a sup look it up for
you, and follow the proper channels to get it righted. You
are responsible for looking out for you, so don’t assume
mistakes don’t happen.

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.
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I

had the chance to interview Alternate District 8 Rep and
elected DEN Station Representative Abilio Villaverde. I first
met Abilio in HOU while preparing for informational picketing
in May.
BHM: How did you become an alternate district rep?
AV: I was appointed to that position by the District 8 Rep
Tennyson Berry. The position was vacated by Cort Heywood
when he was selected for an arbitration specialist.
BHM: What are some of your responsibilities as the alternate
district rep?
AV: Tennyson feels like he has a good handle on his district, so
a lot of my responsibilities are in a supportive role. I reach out
to the station reps every couple of weeks to keep the lines of
communication open and see if I can assist in any issues they may
be having.
BHM: What do you find is most challenging about being the
alternate district 8 rep?
AV: Our district is pretty spread out. Many of our stations are
smaller stations with low flight activity, so getting to a station
for a station visit turns into an overnight trip very quickly. It’s
difficult getting into, say, a station like SEA, meeting with as
many members as possible, and then getting a flight back to
DEN. It’s just not always possible with the flight schedule and
the sheer size of our district.
BHM: For station reps or other agents wanting more
involvement, maybe to be in your position or someday run for
district rep, what’s the learning curve been like?
AV: It’s been tremendous, and I’ve learned a lot from Tennyson.
DEN is a fairly large station, but our district has over 1,300
members, so the learning curve is a steep one. It’s difficult enough
to keep in communication with my eight station alternates in
DEN, but add to that the elected reps in our district. The biggest
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thing I try to focus on is getting back to people with answers to
their questions as quickly as possible, whether it be in DEN or in
the district because it could be someone’s pay or someone’s job.
BHM: We recently elected many new station reps system wide.
Do you have any advice for them?
AV: Stay involved, be committed to the cause, and take
ownership in your elected position. That membership is
depending on you to provide leadership and advice. We as reps
have so much responsibility, and if our members believe in us
they will follow. And what happens is you get a station that is
united and strong, then another station that is united and strong,
and then the district is united and strong, and so on. The more
united members we have the more power and leverage we have as
a union. And right now, more than ever, we need it.
BHM: What’s one common flaw you see on grievances?
AV: I would say keeping within time frames, or perhaps
distinguishing between a gripe and an actual grievance.
Sometimes a member will have a complaint but not necessarily
over an identifiable contractual issue. Often times an agent is
upset about something and they file a grievance thinking it will
fix the issue when actually it’s not a contractual violation.
BHM: What would you say you bring to the table as an alternate
district rep?
AV: Two of my biggest assets are communication and
organization. In DEN we keep a log of every single grievance
filed. Each rep is responsible to fill it out correctly. The log
has dates, who accepted the grievance, type of grievance, and
case numbers. I also have a log of every fact finding. That way
nothing is lost, nothing is misplaced, and every agent knows
we’re organized and thorough. Agents look to us to remedy
their grievances, whether it be an overtime bypass affecting pay
or even an attendance letter that affects their points. Regarding
communication, I make sure to call, email, or text any agent that

has a grievance every step of the way. I make sure the grievant is
involved in the entire process and give them updates at each step
of the way.
BHM: What are you most proud of as either the elected rep in
DEN or the district 8 alternate rep?
AV: I’m very proud of being the elected rep in DEN and the
job our membership has done here. At one time, a lot of people
thought this station was a lost cause, that we were not strong
here. I’ve seen a drastic change in the attitude in the membership.
Now they’re involved. We do multiple j-line meetings a month,
we have a union picnic, a union bowling night, and now more
than ever we have a growing list of members who want to be
alternates. I’m really proud of all we’ve accomplished. Our agents
see the change happening, and they want to be a part of it. I’m
flattered by that and appreciate the momentum we have here. I
consider DEN to be one of the more unified stations. Maybe I’m
just biased because I’m the rep here, but there has been a drastic
change here and it shows.
BHM: It’s time to get a little personal. Tell me a little about you.
Are you a family man?
AV: I have two boys and a girl - a 19 year old son who works here
on the DEN ramp, a 17 year old son who is about to be a senior
in high school, and a soon–to–be three year old daughter.
BHM: What’s the best part about living and working in DEN?
AV: I would say the outdoors. If you’re an outdoors person there
is so much to do here. Camping, hiking, snowboarding, rafting,
biking. I mean, you name it, it’s here. If you’re an outdoors
person this is the place.
BHM: How the heck do you work with your son? Is that a
challenge juggling union rep, ramp agent, and dad?!
AV: You know, I haven’t worked with him too much because we
work on opposite shifts. I think he now appreciates more the
long hours I would work and wouldn’t see me at the house or
the times he would see me on the phone handling union issues.
Maybe at the time he didn’t understand, but now that he’s been
here he’s seen it first hand he can appreciate how hard this job
is, the hours I worked, how tired I was when I came home. Me
being the rep, he sees what I’m doing here, and I think he really
appreciates it now. I’ve gotten great comments from everyone
that works with him. People tell me he’s a hard worker and that I
raised a good boy. That makes me feel proud.
BHM: This is one of my favorite questions, and I’ll probably ask
everyone I interview...tell me something interesting or unique
about you that most people don’t know.
AV: I only spent a few months of my senior year of high school
at school. Most of the year I was in the hospital. I had cancer
at age 18. I ended up losing half my lung, several ribs, and it
took me a long time to learn how to walk straight because of the
procedure that they did.

BHM: Changing gears a little, Is Southwest your first airline?
AV: No, I worked at American Airlines for about a year and a
half and was laid off after 9/11.
BHM: What are some of the unique challenges you face in a
mega station like DEN?
AV: Break rooms are pretty spread out, the terminal is so big,
and our flight schedule is such that it’s difficult to get maximum
participation in j-line meetings.
BHM: Tell me about the DEN TWU & Family Picnic.
AV: Every July we have a picnic and anyone in the system and
their family is invited. Last year we had probably close to 300
agents show up. As of right now, we’re at 460-470 agents who
have signed up to attend.
BHM: From your perspective, what’s the single most important
issue concerning these contract negotiations?
AV: I think the most important thing that I want to continue
to fight for and talk about is something the senior membership
fought for before me, and that is retroactive pay. I feel that if
we give that up now, we will never see it again. The company
will just drag its feet like it has currently. Right now it’s
unprecedented the number of years we’ve been in negotiations.
Next time it could be longer. There are no repercussions without
demanding retro pay. If we even hint that we might be willing
to take less than 100% retro the company will exploit that and
take advantage. We have to stand firm and united that we will
not settle for anything less than what we deserve, and what we
deserve is full pay for all this time the company has dragged its
feet and not offered us a fair contract.
BHM: This is a question I asked the last person I interviewed,
Alfonso Santoyo, and now I ask you. Is DEN as bad as they say
as far as flight load and activity?
AV: It’s pretty rough. The flights are very heavy here and the
winter time bag loads are crazy. Sometimes we have two full carts
of just skis and snowboards. Some flights consistently have 200
plus bags on and off. Add to that the constant growth of the
station and that we’ve always been understaffed, it’s definitely a
challenge.
I came away from my interview with Abilio Villaverde with a
sense that he is a true advocate for not just labor, but the labor
of the Transport Workers Union Local 555. He’s well spoken,
intelligent, and has a tireless work ethic rivaled by few. Thank
you for your time Abilio.

Article Written By:

Brian Mcgee — RNO Ramp
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Education Committee
— Jason Gomes

Navigating the Fact Finder

Y

our Education Committee would like to take the time to say thank you to all the
local reps that took the time out of their busy schedules to attend the training
session in Dallas, TX. Also, we’d like to give a special thank you to Robert Wechsler
from TWU International for putting on a highly educational training.
Many of you that have tenure with Southwest Airlines know how much our company has changed. All facets of our employment have
been transformed in one way or another. During the local station rep training on June 17, 2015, the overwhelming concern seemed to
be on how the company has changed their strategies during fact finding meetings. As a hardworking employee what should you expect
when attending a fact finding meeting?
Here are a couple quotes from our collective bargaining agreement:
Article 20, Section One
B. Representation Requirements. The Union and the Company shall be represented at each location.
These representatives shall be empowered to settle all local grievances without setting precedent
of any kind. The Local Representatives for the Union shall be selected from members of the Union
who qualify under Article Two. The Local Representative for the Company shall be the Manager or
his designee. Neither party shall be represented by legal counsel through and including the System
Board. Legal representation shall be permitted in the case of Arbitration.
G. Fact-Finding Procedures. No covered Employee shall be subject to discipline involving loss
of pay or discharge without first having the benefit of a fact finding, with the right to have a Union
representative present.

With the company’s change in strategy it seems many agents are facing their first fact finding meetings over issues that were rarely
disciplined in the past. As stated in Article 20 it is your contractual right to have representation during these proceedings.
Fact finding meetings are a function where management will ask a series of questions regarding the issue at hand. Answer questions
concisely and truthfully. Keep your answers short without elaborating. Long silences in these types of meetings are uncomfortable, and it
is only natural to want to fill in the gaps. Don’t. The company is looking for consistency in your answers. It is ok to answer their questions
with a simple yes or no, when appropriate.
As difficult as it may be when you are facing an accusation, keep calm and professional. If at anytime you feel you can’t remain professional
let your representative know and they will call a halt to the meeting so you may gather your thoughts.

Local Representatives
Remember, when you are representing a member during a fact finding meeting you are on the same level as the manager who is
conducting the meeting. Don’t be intimidated. Whenever possible have a note taker/alternate representative attend the meeting with
you. It is very difficult to represent and control the meeting if you’re pulling double duty. In cases where a note taker is not available,
slow the pace of the meeting so you’re able to take concise notes.
The rule of thumb is you can match the same amount of people management has in a meeting. So if they have two, you can have two
as well.
A suggestion and something that has always worked for me and produces better quality notes is immediately after the meeting rewrite
your notes so they are legible. This practice will allow you to add the details and nuances of the fact finding you didn’t have time to
write down.
The company is currently employing many heavy handed methods with representatives during these meetings. This does not make any
sense. We are there to gather the facts of a particular issue. If your station is using these tactics and tells you during the meeting that you
cannot perform any of your functions as a representative, make sure this is documented in your notes and insist that the company also
documents it.These issues will be addressed by your district representative.
Brothers and sisters, summer is here! Stay safe, cool, and well-educated.
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Alfonso Santoyo
Financial Secretary — Treasurer

Betting on SWA

O

n April 6, 2015, Southwest Airlines filed their annual proxy statement
which included executive compensation at the airline. Chief Executive
Officer Gary Kelly received some good news as he saw his stock award bonus rise
33% to roughly $3M, his non-stock incentives rise 20% to over $900K, and his
annual bonus rise 11% to about $225K. His compensation package totals over $5M, a 24% increase over the last year. Well
deserved, I say! After all, Mr. Kelly is the chief executive officer of the largest domestic carrier whose stock has risen over
125% in the last year, and over 240% since we started negotiations in 2011. Operating revenues have risen steadily over the
last few years and the company posted over $1.4B in profit, doubling last year’s haul. Bravo!
For those unfamiliar with executive compensation, the board of directors decides to award
a base salary and supplements executive pay with what they call “short-term incentives”
or yearly bonuses. Bonuses are based on many factors including, but not limited to,
operating revenue targets, ROIC, and even employee morale. The top executives at
Southwest Airlines can make up to 150% of their base salary according to these metrics.
COO Mike Van de Ven and CFO Tammy Romo have similarly structured agreements.
They win big because they bet on Southwest.
Out of curiosity, what if a topped-out ramp agent entered the airline industry casino
and bet on Southwest as well? Following the same betting strategy with the same payoffs, let’s see what his compensation
package would look like after putting his chips on Southwest. Let it roll! Baby needs a new pair of shoes. If his base salary
is $54k, his stock award bonus would be $240k, non-stock incentives would be $72k, and his annual bonus would be
$18K, bringing his total compensation package to a whopping $384k. Not bad considering we haven’t included deferred
compensation, profit-sharing, and other trickles of money.
A ramp agent could do well for himself betting on Southwest. Over 40 years of profitability tells me he’s much more likely
to win than to lose. Expected value of each bet seems to rise, so what’s the big deal if he has a bad hand every so often? Even
if he loses, he still gets his base salary. Now that’s a win-win! All arrows point to him taking the plunge with the intrepid
and risk-loving executives. After all, he’s on their team working towards the same goals. Everyone’s interests are aligned and
cooperation is paramount to the success of the airline.
The truth is our interests are not aligned. One of the metrics used to calculate executive pay is labor cost. Executive pay rises
as your pay remains stagnant, a negative correlation. That’s a bit of a buzzkill, but at least you can still bet on Southwest
and rake in the dough with bonuses. Wrong, again. The casino where you make your bets is not the same casino where
executives place theirs. You have to bet at their casino: they are the house. Between the years 2006-2007, TWU Local 555
lost a ten year bet. The house won. Now the house is asking you to bet on them again, except the game is just as hard, but
the payoffs are significantly less. I don’t begrudge Mr. Kelly for what he makes but offer the same relative payoffs for making
the same bets.
Here’s a bet you can make: bet on yourselves. In these negotiations, know your worth and don’t settle for less. Bet on your
brothers and sisters to stand firm in negotiations. Bet on your resolve to get a fair and equitable contract. Bet on the idea
that the many can overcome the few, and that your hard work will be rewarded. Southwest has posted over $3B in profit
since we began negotiations in 2011. That’s a winning hand. We are one union with over 10,000 chips. We’re all in.
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Amye Thompson–Hollins
Leave Specialist

Pros and Cons of State Benefit Usage

S

ome agents are afforded extra benefits for being residents of particular states. Most
often times these residents pay extra to their state or local government in order to
gain access to these benefits. In other cases the agent simply needs to be a tax paying
citizen of the state in order to gain access to state benefits. Some states that offer extra
benefits to its residents are Washington, Oregon, Maryland, Tennessee, and California, just to name a few where Southwest Airlines
operates. California agents have a very unique benefit called California Kin Care. Washington has a law that is very similar to that of
California. Maryland has the Maryland Flexible Family Leave Act. Southwest provides special notices on SWALife.com to agents in the
states that have extra benefits. Generally, details can also be obtained by going to your individual state’s health and welfare benefits site.
Other than advising all agents in this work group that state residency can affect the benefits
you receive, I really want the agents in these states to be mindful that with these extra
benefits come an extra burden.
In some cases these extra benefits allow you to be paid from your sick bank to care for the
illness of certain family members. When the state makes the company surrender to this type
of benefit, the company can exercise certain rights of its own. If the company decides to,
and/or suspects a misuse or abuse of the benefit, a fact-finding meeting can be held in order
to substantiate the time off. Any time an agent is called in for a fact-finding meeting, even
regarding the use of a benefit like a state leave, union representation should be requested and
there should be time given for your representation to prepare for the meeting. This would
be the best time to pick up the phone and call the union office in order to seek counsel if
necessary.
With regard to benefits that use sick time for payment, everything is up for questioning. The
company can question the details surrounding illnesses. Whether or not your parent is your parent or your step-parent or parent-in-law
can also be scrutinized. If your parent is so by way of ‘legal guardianship’, please don’t be surprised when the paperwork substantiating
that fact is requested. The parentage of a newborn child can be scrutinized as well as when an agent cared for that child. Your company
emergency contact information can be used to prove or disprove a claim for pay from your sick bank using a state leave law for
reference.
The Union continues to fight the valiant fight, doing what we can do to protect the sanctity of certain rights like privacy and the right
not to incriminate yourself, but when the use of sick pay is involved and there is a suspicion, the company has proven that they will get
to the bottom of it, by any means necessary. Please don’t be mistaken, the company has the authority to call a fact finding meeting.
It is frightening to me as a union advocate that the state and company hand you certain benefits and that if you in anyway misuse
or abuse, intentionally or accidentally, these benefits your employment can be in jeopardy, even for the first offense. I have been here
to witness some of the fantastic grievance work that is done to negotiate the return of these agents back to their duties, but I would
venture to say that most of them thought long and hard about their use of the benefit and, in hindsight, would have done one or two
things differently.
I do not expect that you would become an expert on these matters, but the use of anything requires you have some working knowledge
of it in order to be safe. I encourage you to become more knowledgeable about the benefits that Southwest offers you which are paid to
you because those are the benefits that often bamboozle our agents out of a good job or have them regretting a choice they made.
If you have specific questions regarding your state leave laws please contact me.
Amye L. Thompson Hollins
Leave Specialist
a.thompson@twu555.org
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Serving Those Who Serve
News flash! TWU Local 555 now has a Veterans
Committee.
On behalf of Local 555 I would like to thank all those
who have served or are currently serving. Moving
forward, we would like to update our database of
our veterans. If you haven’t already filled out a
registration form, please go onto the TWU 555 website
and under the committees tab you will find the
veterans committee. The link for the form is on there
as well as a welcome letter and some of our goals.
Once you fill it out, please fax or board mail it to the
union office.
There will be information posted soon about
different types of benefits for veterans such as VA
compensation, VA loans, education benefits and
programs, tax breaks, VAMC medical care, veterans
discounts, free park passes, etc. Please check in every
once in a while to see what is out there for you and
what you may be eligible for. This information may
also benefit those who have family members or friends
that have served/are serving, so feel free to pass it
along.
There will also be events added. If your local
community has a military event being held, send me
a message and we will work on getting it posted for
those who would like to participate. We are currently
working with the TWU (Int’l) Veterans Committee, who
are always looking for volunteers in different areas to
help with Building Homes for Heroes, Operation Free
PX, and other great causes. The information will be
added soon on the website, with more information if
you would like to volunteer.
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We would like to send out care packages to a couple
of our own currently serving. If you or one of your
coworkers is actively serving, please send me a name,
address, and possibly a little background information
so we can send a personalized care package to a
couple of our own Local 555 members.
The TWU (Int’l) Veterans Committee works with
locals from all over in trying to best serve our military
and veterans. It goes beyond just events and care
packages. They also work on legislation to help and
aid those who have served. They have been helping
to rewrite and change laws and taking an active role
in legal issues. They are in the process of getting the
retirement age changed for veterans at the federal
level and are actively pushing in the state of NY.
If you are not a veteran but would still like to
volunteer you are more than welcome. We understand
many support our military on many different levels.
Thank you to all our union brothers and sisters that
have served, are serving, are family of, and all those
who support our military!

Charlana Bilodeau
TWU 555 Veterans Committee Chairperson
TWU555VC@yahoo.com
Union fax 214-358-6010

Mike Martinez
DISTRICT REPORTS

District 1

Assess Your Situation Before Acting

A

nyone who normally reads these newsletters has read this before. Follow the GOM
(Ground Ops Manual). Follow what your supervisor/manager tells you to do.
Perform each job duty as it is narrated in the GOM. Too many agents are getting caught up in thinking, “that’s not the correct way of
performing this duty.” And many of those times you’re probably correct. In the end, always remember management makes the rules,
management breaks the rules.
It’s no secret there’s a double standard that’s been going on for many, many years. Don’t fall into that trap. If your sup tells you to do
something, just do it. When they come back and ask you what happened, tell them the truth - “I did exactly what my supervisor told
me to do. Get the video. You’ll see my sup come up to me and start talking.”
Agents are making it too easy for management. When you’re asked to do something, do it. Remember the old union motto - “Do now,
grieve later.” You can always argue the issue afterwards, whether through the grievance process or writing up a SOPI. If you’re mando’d
and you know that you were improperly mando’d, do not leave. Even if you bring it to the sup’s attention, it doesn’t give you a green
light to leave because they got it wrong. We can get it right later. Even when you show your sup he got it wrong and you leave, most
likely your manager will take disciplinary action against you for leaving without permission.
Once an agent is mando’d, management can’t take the mando back. Best thing to do at that point is bring it to their attention,
preferably before you start working the mando. For all you know, the sup can acknowledge the mistake, ask you if you wouldn’t mind
giving that mando back and then assign the correct agent the mando. And yes, that can actually happen, but you have to give them a
chance to fix it first. If you do and they say no, work it then grieve it. It’s a much better position to be in grieving an issue than to be
fighting a termination because the agent took matters into his own hands.
If a sup or manager comes up and starts yelling at you, that’s also not a green light to start yelling back. Let them be the ones to yell.
Assess your situation. Do I have any nearby witnesses? Do I have a pen/paper so I can start writing down what’s happening and what
they’re saying? Am I by a video camera? If not, try to lead them near a camera. Always remember to assess your situation and think
about the next course of action. Hopefully that’ll help us not fall into traps. They make the rules, they break the rules.

Info, Info, Info
I remember covering this topic before but there hasn’t been much improvement on this matter. Before an
agent files a grievance, that agent should gather all the info needed for the rep to look into your case. If
it’s an OT bypass, the rep will need several documents (and so will I if it’s not settled at the local level).
For OT bypasses, you’ll need the OT sheet, exception log, and duty roster. If you have a shift trade that
was not approved but should have been, you’ll need the shift trade form, exception log, duty roster and
OT sheet. (The reason for the OT sheet is your shift trade could’ve been turned down if the other agent
was already awarded an OT shift.) When a grievance makes it to the district level without the supporting
documents, it drags the process on for a much longer period of time. When all the supporting documents
are sent in with the grievance, the district rep can already start looking to see if this is a good case or not
then start making his arguments. Also, write out a statement to go along with your grievance. I understand all
agents are busy, either busy at work, busy with the kids/family, going to school or any other number of things. With a statement, I can
see where you’re coming from. It’ll help me understand why you grieved it and where you’re coming from. It also hurts if you don’t put
a phone number on the grievance form (which happens a lot). Or when an incorrect number is put on the grievance form. That also
happens a lot. Be sure to include that.
In the end, guys, be safe, work safe. Take care of each other because no one else will.
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Phil McNally
District 2

The Right Money, Spent in All the Wrong Places

F

irst, I would like to start by giving a big congrats to all the
local reps who won their elections within their respective
stations. Also, congrats to our new TWU Local 555 President Greg Puriski and our new Sec-Treasurer
Alfonso Santoyo. I would also like to thank not only the station reps in my district but all the reps across
the system who are no longer reps, for whatever reason. It is not an easy job, and I appreciate the dedication
everyone has shown.
One thing I would like to go over in this article, which I have noticed for the last few months has been
coming up more and more, is the company disciplining members for being insubordinate, which as you can
guess can easily lead to termination. Trust me, I couldn’t stand when a supervisor use to come up to me after
I did back-to-back flights in 95 degree weather and tell me to go do a flight that wasn’t at my gate. The best
thing to do in that situation is to just go do it and talk about it later, unless you feel your safety is in question.
This could happen because maybe you haven’t eaten yet, or you simply need to cool off or get a drink of
water. Everyone knows their body better than anyone else does, so be smart and safe.
This is just one example. The reality is if your safety isn’t in question, you are better off doing what they tell you, as much as you
think it’s the dumbest thing you have ever heard from a supervisor that probably has no business being a supervisor in the first place.
Sometimes you have to swallow your pride and move on. It may be the smarter thing to do because I don’t know anyone who would
like to go through the long process of trying to get his or her job back. This is meant in no way to scare anyone. I am just stating the
reality of what is going on throughout the system and figure I would just relay the message: protect yourselves.
The next thing I would like to go over is the continued hypocrisy of a company that says it needs to cut costs but doesn’t look inwardly
at the ridiculous expenditures being doled out across the system. I was flying out one morning in one of my stations and noticed three
supervisors and two managers at a gate across from me. I tried to give them the benefit of doubt and assumed there was something not
good that they were looking into. But when it was all said done, they were just up their drinking their coffee and watching the agent
board the flight. They were up there for about 45 minutes, literally standing there and making jokes. I can honestly say it pissed me off.
I mean, really, who do they think they are...when someone is out in the elements doing his or her job and requests more help, but a
manager tells him it’s not in the budget? I guess it’s in the budget to have five members of management sit around the gate talking and
drinking coffee, not doing a damn thing. I don’t get it. The company continues to create these positions that are not needed, and then
say they don’t have the money to give us a fair contract, all the while making record profits.
Speaking of a contract, and I know everyone, including myself, is sick and tired of hearing this, but we have to remain patient with this
long, drawn out process that most of us are not used to with Southwest Airlines. The reality is Herb Kelleher is not coming back to save
the day. Don’t get me wrong. It would be nice if he did, but I am just being realistic.
Meanwhile, there is too much at stake for us to roll over and give in to their joke of an offer just to get the process over and done with.
If it takes another four years to get a fair contract then so be it. I for one don’t want to give up what we have right now, and that’s what
the company’s last proposal was - them taking away things we have already fought so hard for. Perhaps by the time this article gets out
we will have made some progress in our contract talks. One can only hope.
In closing, please put aside your differences and protect and look out for each other. Try to show respect to everyone. And your station
reps, whether they are newly elected or have started another term, need your support to make your station a stronger one, which in turn
helps this local to grow in unity. I hope everyone is enjoying their summer with their family and friends.
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Randy Barnes
District 3

Know Your Rights!

O

ften as I travel to the stations in my district, members have several questions
about the overtime process, specifically how mandatory overtime should
be administered properly. After briefly explaining the process I always end the
conversation with some friendly advice to become more informed and educated on the CBA and particularly Article 7,
which covers overtime. Within that article there is language describing how mandatory overtime must be administered.
Below I’ve included this language so that anyone reading this article can have an opportunity to become more educated in
the mandatory process.
Mandatory Assignments. The Company and the Union agree that mandatory overtime assignments are not in the best interests of either
party. To maximize voluntary overtime utilization, the Company must make overtime known to the Employees, and Employees must utilize the
overtime call book to the fullest. If a sufficient amount of overtime is not voluntarily obtained or if no one signed the overtime call book, the
Company shall require Employees to work the overtime. It shall only be assigned as outlined in Article 7.I.2. a., b., and c. in reverse order of
seniority.
a. However, when an Employee trades or gives away his/her entire shift or any portion of his/her shift, and then cancels or trades back to his/her
original shift after initial callout assignments have been made, and the original trade or giveaway made that Employee ineligible for a mandatory
callout assignment that he/she would have received, then that Employee will continue to be eligible for assignment as outlined in Article 7.I.2.
a, b, and c, in reverse order of seniority, and will be eligible to be given one mandatory assignment when on “d” status during the next seven (7)
calendar days.
b. Employees will only be required to work on one (1) of their regularly scheduled days off. However, in the event of an emergency situation
and the Employee is mandatoried to work both scheduled days off, the Employee will be paid for the second scheduled day off at the applicable
overtime rate plus an additional one half (1/2) time at his regular rate for all hours worked during the overtime assignment.

Although this doesn’t fully explain all of our rights pertaining to mandatory
overtime, it is very important education information. Management will often
state that we are obligated to be available when a mandatory situation arises,
but they also have an obligation to try and avoid and prevent mandatory
situations. There are stations that have excessive mandatory overtime year after
year (some for more than three years), and it is the company’s responsibility to
fix this problem rather than continue to point fingers and shift blame to the
hard working members of Local 555. It is unacceptable to constantly have a
mandatory overtime problem year after year. This represents the company doing
their job in a careless and negligent manner and placing us in and unsafe work
environment as a result.
I recently read an article entitled “Fatigue Risk Management in the Workplace”, which described how fatigue and deficit of
sleep contributes to and can possibly be a leading cause in workplace injuries and accidents. The article also explains how
working extended hours increases the risk of work related injuries. To me this is partly the problem in several of our stations
that have these mandatory overtime issues.
It is crucial that we all know our contractual rights. You cannot rely on your rep to be your only source of information
because your rep is not with you at all times. There are and always will be times when you will need to know your
contractual rights for your own protection. For example, a shift extension differentiates from a callout because a shift
extension is less than four hours, and shift extensions are issued based on seniority and scheduled off times and not your
overtime status.

Article continued on page 23
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Mark Waters
District 4

Better Times Ahead? Hopefully...

T

his week the union received some very interesting news from our
counterparts with the company. Supreme Manager Venckus has moved on
from his role as the head of Labor Relations for Ground Operations. While he was not directly involved in negotiations, his
rule coincided with the toughest time we’ve had negotiating a contract. Under his watch Labor Relations has waged nonstop war on some of our most dedicated employees.
We have seen every form of heavy-handed discipline
that we could have imagined. There have been some
instances in which long tenured employees with
spotless records were given Final Letters of Warning and
unpaid suspensions for events so minor that arbitrators
would eventually reduce that discipline to Letters of
Instruction (our lowest level of disciplinary letter). We
have seen employees terminated for not reporting minor
accidents that they didn’t even know that they’d had,
only to be reinstated by arbitrators as well. There have
been terminations based on the company’s inexcusable
attempts to pervert the language of our contract: the
MDW 11 were all terminated, and eventually reinstated,
for the twisted way in which the company tried to apply
the contractual language pertaining to sending you to a
doctor of their choosing.
As your union advocates we have also seen Labor
Relations managers, who know that they have a bad
case, push forward because they’re not allowed to let up. Most recently we have seen two agents, in the same city, violate
the same company policy by having the same accident only to have two vastly different levels of discipline. Agent A was a
man who had five years less seniority than his female counterpart. Agent A received a Letter of Instruction for his violation,
while Agent B received a Letter of Warning with a three day unpaid suspension. What was the difference? From as far as I
could tell, it was only that Agent B was female. Imagine what she’d have gotten if she’d been a minority. The company was
so intent to protect the position of the discipline that they’d given Agent B that the Labor Relations manager who “helped
in determining her level of discipline” attempted to lie under oath about the factors he’d considered when deciding on her
discipline. His reaction when caught amounted to little more than an “oops.”
We can only hope that with the change in that department comes a change in their attitudes towards our work group as
well. We could be on the verge on a new and improved relationship with them, or we could be stuck in a worse situation
than we already were. Hopefully the leadership change will mark an era in which our agents are innocent until proven guilty.
Hopefully the company is ready to treat us with the respect we deserve by not making us all feel as though we’re under siege
and by getting us a new contract and making good on the time that we’ve worked under the old one.
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Robert Bettinger
District 5

Cohesively, We Can Make Things Better

F

irst, I would like to say congratulations to our new president Greg Puriski and
our new treasurer Alfonso Santoyo. I know there was a lot of confusion about
the results of the election. Hopefully, it was a learning experience and we will not
have to face these issues again. I also want to congratulate all of our new station representatives. All of these positions are
very demanding, but I have confidence in your decisions regarding your representation.
I’m writing this article one day after a training class that was held in DAL for new station representatives. This training
is conducted once every three years to educate and prepare new advocates for their critical role in the stations. Station
representatives have a very important and demanding job. They are the first line of defense at the station level and negotiate
any local agreements with management.
Please remember station representatives do not have a magic wand and cannot fix all the problems at your station overnight,
although I’m sure they wish they had that ability. Your station representative’s strongest tool is you, the membership. To
be an effective station representative, he/she will need your help and support. I hope you will take the time to talk to your
station representative and get involved with local issues. Ask your representative what is going on in your station and how
you can help. When management realizes we speak with one voice, your station representative can better represent you on
grievances and other issues. If we all work cohesively, we can make things better for everyone.
We continue to have numerous grievances over basic safety rule violations. Brothers and sisters, please understand that even
if you see others violate a particular safety rule everyday, it is not okay to violate the rule. I have had numerous grievances
over minor safety infractions and I’ve been told by members “I should not be written up because nobody follows that rule.”
The problem with that defense is we have the burden of proof and the union must prove that the rule is violated each and
every day and that management knowingly allows violation of the rule. While this may very well be true, proving it is a
different matter. I can guarantee you that by the time I get the grievance in front of an arbitrator, management will deny any
and all knowledge of the rule being consistently violated.
Another growing concern is the reported personal days assessed for inclement weather days. If you are ever faced with the
inability to get to work because of bad weather, please do not ask for a personal day. Ask to be wopped, and if management
says no that it must be a personal day, then make sure you are clear that you do not agree and that you will grieve it later.
There have been two arbitrators who ruled against us on personal days for inclement weather because in one case the
member asked to take a reported personal day, and in another case the member did not make any effort to go to work. If
you are unsure of what to do in bad weather, feel free to call your local station representative or me.
In closing, I would like to mention the memo issued by Gary Kelly on June 11th
to all Southwest Airlines employees. In the first sentence Gary wrote, “My number
one priority at all times is to take care of our people.” On its surface that comment
sounds great, but unfortunately his actions have not supported those words. If
Gary really cared about the frontline employees, we would have a contract by now.
These are not just my thoughts, but based on comments posted on SWAlife by
employees from various groups about Gary’s memo, many employees do not feel
valued.
Thank you, and please stay safe and united.
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Kevin Carney
District 6

Holiday Pay and Reporting Ill

T

here are certain things we just know, such as Mount Everest is the tallest
mountain in the world, or that the Great Wall is the only man-made object
visible from space, or that Frankenstein was a monster. We hear them over and
over. Everyone around you knows them.
However, maybe some of the things we know to be true aren’t really. Mount
Everest isn’t the tallest mountain in the world. Mountains are measured from
their base, so Hawaii’s Mauna Kea is the tallest mountain as measured from its
base several thousand feet underwater. The Great Wall is not visible from space.
Frankenstein was the fictional doctor who created the monster (Frankenstein’s
monster).

We can add another...if you pick up someone’s mandatory overtime shift on Thanksgiving or Christmas you get triple time.
In the past, many agents have picked up another agent’s mandatory overtime shift on Thanksgiving or Christmas, putting
them on a double shift (more than eight hours) and have been paid triple time for all hours in excess of eight hours. This
language comes from Article 22, paragraph C of the contract.
We recently received an arbitration decision changing that thing that everyone knows to be true. The grievance involved
an agent who signed up and was awarded an AM overtime time shift on Christmas. He did not sign up for PM overtime.
The company assigned another agent a mandatory overtime PM shift. The first agent offered to pick up the mandatory
overtime from the second agent thereby working more than eight hours on Christmas. Although it was not documented on
a shift trade form, the arbitrator said it didn’t matter and because the first agent volunteered to pick up the shift, he was not
entitled to triple time pay. (The decision is posted on the TWU 555 website if you are interested in reading it.)
What does this mean to you? If you want the triple time on Thanksgiving or Christmas, sign the overtime callbook for a
double. The company can’t assign mandatory overtime until they completely utilize the overtime callbook, so you’ll get a
double shift before they can mandatory someone. You can still wait around to help someone out by picking up his or her
mandatory overtime, but you won’t get paid at the triple time rate.
Since we are on the topic of holiday pay, if you refuse a mandatory overtime assignment on Thanksgiving or Christmas,
you will not receive holiday pay for that day. Article 22, paragraph C states, “An Employee scheduled to work on a holiday
who does not report for work shall lose all pay for such holiday unless the absence is due to sickness or is excused.” So if you
refuse a mandatory overtime assignment, you lose the holiday pay. But if you are unlucky enough to be ill on one of those
holidays and call in sick, you will still receive the holiday pay. If you are not sick, don’t call in sick, as the company could
construe that as sick leave abuse, leaving you open to discipline.
Speaking of calling in sick, if you are too sick to call in, then make sure someone else calls in for you at least a half an hour
before the start of your shift as allowed for in Article 23, paragraph A, sub-paragraph 1. Make sure that whoever calls in
your stead follows all of the reporting requirements. Unless they are also an employee of the company, they are under no
obligation to relay any messages to you, even once you are well.
And as always,
Noli sinere te ab improbis opprimi.
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Mike Roach
District 7

Information We Can Use
I would like to touch on a topic that all of our members need to be aware of. It
involves phone calls made by the company for overtime. Some departments in
some of our stations have been making calls to mandatory members for overtime
from blocked or unavailable numbers. There have also been calls made for voluntary overtime from blocked numbers as
well. Everyone needs to be aware of this tactic that the company has chosen to use. Please keep that in mind if you should
receive a call from an unknown number.
July 1st marks four years that our contract became amendable and as of the time I am writing this article, there is no end in
sight. July 1st also marks five years since our topped out members received a raise of any sort. On July 1st of 2008, a topped
out ramp agent was making $24.72 an hour. On July 1st of 2015, a topped out ramp agent makes $25.97 an hour. That
amounts to an hourly wage that is $1.25 more than it was seven years ago.
By now I am sure that all of you had a chance to read the letter titled “A Message From Gary” that was emailed to you and
posted on SWALife. I am sure that you are all also aware of the “Ask Gary” section of SWALife. Since I would not be able
to get Gary to answer my questions through that program, I would like to ask Gary and all of the decision makers regarding
our contract a few questions through this avenue.
Dear Gary and Southwest Airlines Decision Makers:
You state in your letter that it is your job to tell the truth. Do you believe that it is reasonable that an 18 years or more employee has
had an increase in their wages of $1.25 total over the past 7 years?
You state that you realize there is an anxiety among some of our employees. Do you think maybe my first question to you may have
something to do with that?
You state that we have had an unprecedented string of profitability and I totally agree with that. My question is why don’t we have
an unprecedented string of wage increases?
You state that there are allegations that the company is stalling and that is false. My question is why has the company refused to
meet with the committee from the union for five months?
You state that we must address our problems and disagreements in a respectful way
and that there must be a tolerance for an opposing view. My question is why have
you not felt that it is important enough to attend any of the negotiating sessions to
listen to our view and be a part of the process?
You state in your closing that “We have the best Employees in the business, hands
down!” I could not agree more.
Sincerely,
Mike Roach
District 7 Representative
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Tennyson Berry
District 8

Moving Forward in Solidarity

B

rothers and sisters, we have completed more than half of 2015, and still no
contract. After four years, the leadership of Southwest Airlines has not begun
to move in the direction of giving this membership the economic package that
we deserve. It is time for the Transport Workers Union Local 555 (TWU 555) to come up with a strategy that will help our
membership shake up and motivate Southwest Airlines to agree to a fair and deserving economic package. I know that many
in this membership think that it is solely the TWU Local 555 Executive Board’s responsibility, but Strength is in Numbers,
so it will take all the members of the Transport Workers Union to unite in solidarity. We also need the support of other
unions and their families to impact Southwest Airlines leadership. It is time to get downright aggressive. This is not just a
Southwest Airlines fight, but also a labor fight.
As you know, we have made some key changes in our leadership here at TWU Local 555. In the last couple of months,
there have been some challenges not only within the district that I represent, but also on the executive board. With that
being said, let us move forward in solidarity and look forward to a brighter future with our newly elected president, financial
secretary and station representatives. Let’s welcome them all aboard. Remember, often times there is positive growth with
change.
I am pleased to share that we just finished conducting training for newly elected station representatives. Robert Wechsler,
Ph. D., education consultant from TWU International was the primary presenter. He focused on helping station
representatives with some of the challenges faced with fact-finding meetings and grievances. Some of Mr. Wechsler’s key
topics were:
► Station Rep duties
► Listen to members
► Communication
► Keep yourself informed on union affairs
► Meet new members
I believe that these topics Mr. Wechsler spoke on are key to being a good union representative. One of the comments made
during the training was that a face-to-face conversation is needed between the station representative and member before
attending a fact-finding meeting. We are striving to improve this process and that will result in improved representation for
our membership.
As we continue to adjust to the new leadership and grow our strength in numbers, stay focused daily on doing your job,
being safe, and improving your overall understanding of the contract.
“Coming together is a beginning; keeping together is progress; working together is success”-Henry Ford.
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Pickens Article Continued

unwillingness to even negotiate in good faith. All their talk about a
Servant’s Heart, Warrior Spirit, and loyalty rings pretty hollow. The
company has been resting on its laurels. This company does not look
anything like it did 15 years ago, and the changes are a shocking
contrast to the past togetherness and mutual respect. Also, please spare
us the usual excuses about company growth causing so many changes.
Just because a company grows does not mean it has to lose sight of
its humble beginnings and its credo. It doesn’t mean it should create
a working environment filled with hostility. Mostly, it should never
become so greedy and short-sighted that it forgets those who helped
make it what it is today.
TWU 555 stands together, and despite all the attempts to divide and
conquer, the attempts to pit other groups against one another, it all
reflects the attitude of a sinking ship. It may not appear that way now,
but the leak will keep getting larger and larger if not stopped. I know
when I come to work every day, as I have all of my career, I do the very
best I can every shift. This being despite how I personally feel about
the company. I do what I do because of the way I was brought up,
my personal work ethic. Most of all, I do what I do for me, not for
Southwest. You see, it doesn’t matter how I get treated or overlooked. It
matters to me that I do my job. Sure, there should be more to it than
that. The sad part is, there used to be.
Unless the leadership of this company, and I use this term very loosely,
gets over themselves and their severe case of narcissism, of which there
are few antidotes, they will find themselves the sole focus as the enemy
of the workers. Is this an environment that Southwest Airlines wants?
Well, that is the question echoing on ramps from coast to coast, and it
doesn’t sound too good.
Frank Pickens
PDX Ramp

Barnes Article Continued

Another important piece of information that we all should know is the
proper procedure for issuing mandatory extensions…
Mandatory shift extensions are determined by the time overtime is
needed, and the most junior employee is extended based on his shift
ending time. When the extension is for a period of two hours or more,
and a less senior employee is available following the extension, the
first employee will be released, and the more junior employee will be
required to complete the overtime requirement. The total amount
of overtime by this type of coverage shall not exceed 3 hours and 59
minutes, even if the shift was ‘stair stepped’.
Other important information concerning properly issuing mandatory
overtime of four hours or more is as follows:
[The assignment is issued to] the most junior of the employees on his
first day off, or on his second day off who did not work 4 hours on his
first day off. If unable to contact employees who are off, then it would
go to the most junior available. In accordance with Article 7, Paragraph
I sub-paragraph 6, mandatory overtime is assigned as outlined in subparagraphs 2, a, b, and c, in reverse order of seniority.
These represent a few snippets from our contract and our contract
interpretations that can help you learn your rights under the Collective
Bargaining Agreement. Although I can’t stop all of the mandatory
overtime that is being issued and the subsequent results that are
manifested from it, I can try to educate you of your rights, to possibly
help protect you going forward. Always remember that there is nothing
more feared by the company than an educated member. Learn your
rights today!
SOLIDARITY ALWAYS!
Randy Barnes
District 3 Representative

Safety & Health
Committee
Jesse Soto

Recording Secretary
Safety & Health Advisor

With the summer heat in full swing it is important
that you know the health risks 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 - occur 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, nausea,
headaches, or giddiness.
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 kill. 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 work place
is your right. Don’t “tough it out”...a supervisor
(or coworker) must take you to a cooler area
immediately if you feel faint, dizzy, or confused.
It’s a medical necessity!
*Source TWU International Health and Safety
Task Force
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But even as she led members of the Democratic caucus to vote no on
TAA, Democratic Minority Leader Nancy Pelosi signaled possible
support for Fast Track later on.
“I was hopeful from the start of all of this discussion that we could find
a path to yes for the Fast Track legislation,” Pelosi said. “Some bumps in
the road along the way … unfortunately, I think, sinkholes as well. But
that doesn’t mean that that road cannot be repaired. I just believe that it
must be lengthened.”
Pelosi seemed to suggest in her House floor speech that Fast Track
should come after Congress deals with more urgent matters, like climate
change and highway fund reauthorization.

NWLABORPRESS.ORG
Fast Track appeared to go down to defeat in the U.S. House June 12,
even though a Fast Track bill passed the House 219-211. But that
apparent defeat might unravel, because House Republican leaders could
schedule a re-vote any time through the end of July.
As with everything Congress does these days, it’s complicated.
Fast Track is a proposal by Congress to tie its own hands in how it deals
with future NAFTA-style trade deals: Those foreign agreements, once
negotiated and signed by the president, would get a speedy up-or-down
vote in Congress with limited debate and no ability to amend. The
labor movement has fought Fast Track time and again, and Fast Track
hasn’t been renewed since the last one expired in 2007.
But President Barack Obama has made passing Fast Track his top
priority, and has pushed Democrats to give it to him so he can finish
negotiations on several secret deals, including the Trans-Pacific
Partnership with 11 other Pacific Rim nations, including Vietnam and
Japan.
In the lead-up to the June 12 House vote, Obama met privately with
the entire House Democratic caucus; it was the first time in nearly two
years that Obama had visited the Capitol to lobby members. It didn’t
go well.
“Basically the president tried to both guilt people and then impugn
their integrity,” Rep. Peter DeFazio (D-Ore.), told Talking Points Memo
afterward. “There was a number of us who were insulted.”
The Senate had passed Fast Track 62-37 May 22, but the Senate bill also
included renewal of Trade Adjustment Assistance (TAA), the program
that provides benefits to American workers who lose their jobs because
of foreign trade. The House Republican leadership decided to consider
those two parts separately. Fast Track passed 219-211, but TAA failed
126-302.
For a bill to get to the president’s desk, House and Senate versions
have to match. If they don’t, one or both of the legislative chambers
have to change and revote the legislation so the two versions conform.
The Senate, with its filibuster rule, can be a tough place to pass any
legislation. Some Senate Democrats were reluctant to pass Fast Track
without TAA. Thus, a defeat of the TAA bill in the House would set
back Fast Track. Knowing that Republicans have tended to oppose
TAA, many House Democrats voted against TAA as a way to slow
down Fast Track, even though TAA itself is supported by nearly all
Democrats.
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Spreading Money Around
By Cheri Senders
Los Angeles Business Journal
Monday June 22, 2015

With the city of Los Angeles set to raise the minimum wage to $15 an
hour by 2020, much of the drama surrounding the pay increase will
now shift to nearby municipalities. Los Angeles County and several
surrounding cities are already debating a hike, with supporters touting
the benefits to workers and communities even as opponents predict
major job losses and business flight.
The public conversation around lifting the minimum wage is both
familiar and distressing. We have come to accept a narrative that pits
the interests of low-wage workers and their families against those of
business and the economic climate.
But what if this narrative is more myth than fact? What if there were
actually a convergence between the interests of workers at the bottom of
the economic ladder and businesses?
This counternarrative is actually starting to gain some traction among
visionary business leaders who understand that low wages are hurting
our consumer-driven economy – and the businesses that depend on it.
The argument that raising wages is essential not only for workers but
for business growth has been embraced by a growing contingent of
dissenters who reject the conventional wisdom that sees any mandated
pay increases as a threat to our market economy.
On the national level, groups like Businesses for a Fair Minimum Wage
and Patriotic Millionaires have publicly endorsed minimum-wage hikes.
So have high-profile figures such as Container Store Chief Executive
Kip Tindell, the new head of the National Retail Federation.
In Los Angeles, hundreds of businesses backed last year’s minimumwage increase for hotel workers, and many more supported the recent
push for a citywide pay hike. Early endorsers included Eli Broad and
Rick Caruso.
The shifting attitudes about raising the minimum wage among business
leaders reflect growing alarm over an economy that has largely failed
for the past three decades to reverse stagnating wages even as the cost
of living has risen dramatically. In Los Angeles, depressed wages and
escalating housing costs have been cited as a key reason for the region’s
spike in homelessness. Seen through a business lens, this trend means
that people who once could afford to rent homes and buy goods and
services are now struggling mightily, converted from consumers to
social service dependents.

