


APFA Headquarters
1004 West Euless Boulevard

Euless, Texas 76040
Toll-Free (800) 395-APFA

or
Local Metro (817) 540-0108

Fax (817) 540-2077
Office Hours

0900 - 1700 Central Time

Dallas/Ft. Worth Domestic Office
749 Port America Place

Suite 500
Grapevine, Texas 76051

(817) 410-7227
Fax (817) 251-1500

Internet Address: www.apfa.org

E-Mail Address: apfa@apfa.org

Hotline Information Tape
800.399.APFA

Tape Updated Weekly

SPRING 2009

Laura Glading President

Brett Durkin Vice President

Denise Pointer Secretary

Juan Barrera Treasurer

Frank Bastien Editor

Darren Glenn Graphic Designer

the official publication of the association of professional flight attendants



FEATURES
8 e 16th Annual APFA Awards and Recognition Banquet

10 Edward M. Kennedy ank You Letter
12 Why Stronger Unions Can Help Us Out of is Mess by Robert B. Reich

13 A New World by Joan Wages

14 Déjà vu All Over Again by the APFA Negotiating Team

15 Hope for Change? UNITY is the Answer by Steven Ellis, APFA Negotiator

16 An Appeal to Judgment - Active Litigation Update by Laura Glading, APFA President

25 e Link Between Our Past and Our Future by Sally Prater, APFA Documents Historian

27 “Miracle on the Hudson” was Union-Made by John Wojcik, People’s Weekly World

REPORTS
4 President’s Report

6 Vice President’s Report

8 Secretary’s Report

9 Treasurer’s Report

DEPARTMENTS
11 Communications

17 Contract

18 Scheduling

19 Health

20 Safety & Security

22 Hotel

24 Retirement

25 Archives

26 EAP

FEATURES
8 e 16th Annual APFA Awards and Recognition Banquet

10 Edward M. Kennedy ank You Letter
12 Why Stronger Unions Can Help Us Out of is Mess by Robert B. Reich

13 A New World by Joan Wages

14 Déjà vu All Over Again by the APFA Negotiating Team

15 Hope for Change? UNITY is the Answer by Steven Ellis, APFA Negotiator

16 An Appeal to Judgment - Active Litigation Update by Laura Glading, APFA President

25 e Link Between Our Past and Our Future by Sally Prater, APFA Documents Historian

27 “Miracle on the Hudson” was Union-Made by John Wojcik, People’s Weekly World

REPORTS
4 President’s Report

6 Vice President’s Report

8 Secretary’s Report

9 Treasurer’s Report

DEPARTMENTS
11 Communications

17 Contract

18 Scheduling

19 Health

20 Safety & Security

22 Hotel

24 Retirement

25 Archives

26 EAP

Skyword Editorial Policy - Skyword is a quarterly publication and submissions are due to Skyword no later than the last day of December, March, June and September for the following quarter's pub-
lication. The APFA reserves the right to edit any submissions that are received for the purpose of publication in Skyword. Submissions will not be considered if they are libelous, defamatory, not fac-
tual, contractually incorrect, in poor taste or too lengthy. Letters to the Editor may not be considered if the length of the submission exceeds 100 words. All letters must include your name, signature,
address, base, employee number and telephone number. Submit your letter to APFA Communications Department. Copyright 2008 by APFA. All rights reserved. No part of this publication may be re-
produced in any form without written permission of the APFA. The views expressed in Skyword do not necessarily represent those of APFA. APFA does not endorse any medical procedure, medical prac-
tice, product or service that may be mentioned or advertised in Skyword. Skyword is published four times a year by APFA, 1004 West Euless Blvd., Euless, Texas 76040. Postage paid at Dallas, Texas.



4 Spring 2009 www.apfa.org

President’s Report

n January 26, 2009
I stated to the
press that APFA is

“determined to restore the
middle-class standards
that Flight Attendants once
enjoyed.” Four days later,
President Barack Obama
proclaimed that, “We cannot have a strong middle class without a
strong labor movement.” For the first time in recent memory we
have a Chief Executive who appreciates the decades of organiz-
ing and bargaining that created the middle class. Those struggles
established a standard of living that allowed millions of Americans
to own a home, have adequate medical insurance, pay for their
children’s college tuition and retire with economic security.

Over the past eight years, a relentless attack on working people,
combined with policies that further enriched the wealthy, has deci-
mated the middle class. Between 2000 and 2007, the average
family spent about $4600 more for basic expenses: housing, food
and healthcare; yet overall productivity increased by twenty per-
cent. As President Obama declared, it will take a revitalized labor
movement to rebuild the American dream.

The 18,000 Flight Attendants of American Air-
lines are on the front lines of this battle. Almost
six years ago management evicted us from the
middle class. In real dollars, our pay is almost
25% below where it was in 2000. As a result we
are working more hours just to stay in the same
place we were nine years ago. For some, it is
just not enough. They have been relegated to the ranks of the
working poor. Too many of us have faced the threat or reality of
foreclosure and bankruptcy. While we continue to confront these
tough times, American has watched our productivity increase 47%.

This round of negotiations is our opportunity to regain our status
as members of a strong, viable middle class. If we exercise our
strength collectively—if we mobilize for a single purpose—we will
no longer have to choose between paying either rent or the gro-
cery bill. Put simply, it will take a labor movement of our own mak-
ing to achieve a contract that restores what we lost and provides
us with a truly decent standard of living.

The day before President Obama delivered his message endors-
ing organized labor he condemned banking industry executives
who absconded with $18 billion in bonuses after their companies
were bailed out by the government. President Obama denounced
their conduct as “shameful” and the “height of irresponsibility.”
Equally appalling is the fact that CEO wages, which in 1980 were
42 times higher than an average worker’s pay, are now 344 times
higher.

As with his recognition of the vital role of the labor movement,
President Obama directly addressed the issue of excessive exec-
utive pay. In early February he proposed legislation that would cap
the compensation of executives of banks receiving bailout funds
at $500,000 and would require that they not cash-in any stock dis-
tributions until the taxpayers’ contributions to the bank are paid off.

As with rebuilding the middle class, we are at the center of the
storm swirling around excessive executive compensation. In 2003,
we bailed out American by reducing our wages, working condi-
tions and benefits by $340 million annually. While these conces-
sions and the hardships they cause continue, management long

ago abandoned its promise of
shared sacrifice. Since the RPA
was implemented, their compen-
sation has grown exponentially.
From 2003 to 2007 the average
compensation of the top 53 exec-
utives rose 176%. In 2006 and
2007 the pay of just the five most
highly compensated executives of
American totaled $48.7 million.
This year is apparently no excep-
tion. Mr. Arpey, in addition to all his
other compensation, will receive a
stock bonus now worth approxi-
mately $700,000. Meanwhile man-
agement thinks it can fulfill its pledge of shared gain by bestowing
on each employee a $160 AIP payment.

Like those on Wall Street, the conduct of this Company’s execu-
tives is “shameful.” Management has taken these bonuses year
after year without consideration of our plight, without regard to
the promise that underlies our sacrifices, and without a sense of
the impact their conduct has had on the morale of all American’s

employees. Obviously, management believes
that they are entitled to the riches with which
they reward themselves. Just as obviously,
we must make management understand that
in these negotiations we are entitled to a
contract that replaces the RPA concessions
with a middle class standard of living.

Restoring Our Middle-Class Standards

Laura Glading
APFA President

president@apfa.org
817-540-0108 ext. 8101

O

Congressman James Oberstar (D-MN), Chairman of the Transportation &
Infrastructure Committee, with APFA President Laura Glading

Over the past eight years, a
relentless attack on working
people, combined with policies
that further enriched the wealthy,
has decimated the middle class.

is round of negotiations
is our opportunity to regain
our status as members of a
strong, viable middle class.
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Vice President’s Report

his SKYWORD article is going to be a diversion from the usual
“You Be the Judge” column. It has come out of several recent
arbitration cases APFA presented during a Quarterly System

Board (QSB). My goal is to give each of you the tools and information
necessary to best protect yourself or a fellow crewmember injured as a
result of turbulence. First I think a little background is in order.

I feel compelled to write
this article because over
the last several weeks, as
APFA’s Board Member for
QSBs, I’ve listened to tes-
timony from Flight Atten-
dants injured as a result
of turbulence on board one of the company’s aircraft. These Flight At-
tendants suffered severe injuries that resulted in lost pay, lost sick time
and, in some cases, extensive medical recoveries and lingering disabili-
ties. Their compelling testimony was, naturally, countered by company
witnesses giving a litany of reasons why Flight Attendants should not
qualify for turbulence pay continuance (TU). As I listened to the wit-
nesses, it became ever more apparent that the company’s goal is to
make sure Flight Attendants do not qualify for this contractually negoti-
ated pay.

In our contract, Article 26.E contains language to protect a Flight Atten-
dant should they be injured as a result of “rough air.”

Article 26.E.1.a:

A Flight Attendant, traveling in Company operated aircraft, as a
flight crew member or as a passenger on Company business, and
only if injuries are sustained as a result of forced landing, rough
air, passenger assault, hijacking or sabotage while on duty, will re-
ceive full salary less Workers' Compensation benefits for a maxi-
mum of six (6) months. No deductions will be made from the Flight
Attendant's sick leave account, and scheduled pay increases as
provided in Article 3 will be made effective.

The simplest way to qualify for this pay is for the Captain to submit a re-
port documenting “Severe Turbulence” through the mechanism they use
to report such incidences. This report guarantees the Flight Attendant
will be provided up to six months of full pay continuance (not necessar-
ily in succession) should they be injured. In most cases, however, the
Captain will not submit a “Severe Turbulence” report for a multitude of
reasons.

In the current Collective Bargaining Agreement, a Letter of Agreement
was negotiated directing Flight Service to do an investigation in the ab-
sence of a Captain’s Report of Severe Turbulence. Letter IV in Article
26 lists the information and documents that should be collected during
an investigation into rough air turbulence.

What I have taken away from these recent arbitrations is that you and
your fellow crewmembers are the key to insuring the correct information
is conveyed during the investigation process. Flight Service managers
conducting these investigations are either poorly trained—or not trained
at all—in properly gathering the information necessary to prove an in-
jury was the result of rough air. It is up to you and your fellow crewmem-
bers to protect each other. What has become apparent is that
information gathered by Flight Service is stale and collected after mem-
ories of the event have faded. It is also common for well-intentioned
Flight Attendants to use terminology in their reports that may be used
by Flight Service to disqualify one of your co-workers from receiving
benefits under Article 26.E.

All turbulence injuries do not rise to the level of the language in Article 26.E.

Article 26.E.1.c:

"Rough Air" will be defined and
identified by the following ob-
servable in-flight characteristics:
"Large and abrupt changes in
altitude and attitude occur.
Occupants are forced violently
against seatbelts and shoulder
straps. Unsecured objects are
tossed about. Food service and
walking are not possible."

When a turbulence incident does rise
to this level, remember that your Flight
Service manager is not your advocate.
We owe a responsibility to each other, and American’s management
team has clearly demonstrated over the last several years they are not in
your corner.

For the last several years American Airlines executives have been rak-
ing in millions of dollars in executive bonuses. They have carefully
crafted language to ensure it. We have, in Article 26.E of the Collective
Bargaining Agreement, negotiated rights for Flight Attendants who are
injured in turbulence. It is clearly disingenuous for management to insist
on adherence to agreements ensuring their pay—setting aside the dis-
putes we have with them over their inappropriate bonuses—while work-
ing to refuse our members our negotiated benefits. Especially when the
pay they endeavor to deny is for injury while performing one’s duties.

If I seem jaded it is because I am. It’s excruciating to sit and listen to
one of our fellow Flight Attendants describe in detail what they experi-
enced or witnessed when the aircraft they were working on encountered
rough air only to have the company in essence say “yes we know you
experienced turbulence and you hit the ceiling but you just didn’t hit it
hard enough to qualify for the pay continuance.” This is reprehensible
and is just morally wrong.

The Collective Bargaining Agreement describes the conditions that trig-
ger six months of full pay should a Flight Attendant suffer injuries as a
result of “rough air” turbulence.

Should you or a fellow crewmember be injured during turbulence, get
names and contact information for anyone that witnessed your injury.
This should include fellow crewmembers, non-revenue passengers and
full fare passengers that can verify or possibly testify to the conditions
on board at the time of the injury. This is very important since it is likely
the company will give little weight to your account even though you
were the one who was injured and experienced the turbulence.

Please be familiar with the language that defines the different levels of
turbulence as defined in the Fight Attendant Manual and the Contract.
Please be sure all statements you give use terminology consistent
with the Contract. Do not deviate. If the turbulence you experienced
rose to the level described in the contract make sure you are consis-
tent in using the terms “rough air and severe turbulence” in all reports.
As a side note please remember the Pilot Manual’s definition of “se-
vere turbulence” does not correlate with ours. It may be helpful for the
Captain to know this before he submits a report.

If you are a member of a crew where someone has had a turbulence
injury, do not have any discussion with the Company until you have
contacted APFA. If you receive a phone call or email from an FSM
asking for information on a specific flight regarding a turbulence inci-
dent please contact APFA prior to giving a statement or responding.
Remember your statement may impact a crew member’s ability to re-
ceive pay continuance for turbulence related injuries.

You Be the Judge … of Turbulence

Brett Durkin
APFA Vice President
vp@apfa.org

817-540-0108 ext. 8111

T
You and your fellow crewmem-
bers are the key to insuring the
correct information is conveyed
during the investigation process.
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Some Rest for the Weary
757 Rest Arbitration: A Step Forward

… We agree that in the absence of such a report, Flight Service
will investigate and make a determination of the presence or the
lack of "rough air" as defined in Article 26.E.1.c. During the inves-
tigation, the following considerations will be taken into account, as
applicable to each situation:

1. AMR Event Center reports
2. Report(s) by crewmembers assigned to the flight
3. Purser/#1 Flight Attendant Report
4. ATC/Dispatch and/or weather report(s)
5. Reports by any other employee witness on the flight

6. Nature and/or extent of any passenger/crewmember injuries
on the flight due to turbulence

7. Nature and/or extent of any aircraft damage as a result of
turbulence

8. AA Medical review of any IOD documentation to determine if
injury is associated with the reported "air incident".

In those isolated cases where there may be other types of evi-
dence not listed above which Flight Service determines may be
helpful in making the determination of "rough air", such evidence
may be taken into account as well.

Just when we think management has taken from us all they can, we
are proven wrong. Such was the state of affairs that led to the Pres-
idential Grievance on the 757 Crew Rest Seat. The carrier took the
position that we should “rest” sitting in the last passenger row in
coach.

Battle lines were drawn over American’s new plan to fly the 757 on
missions of eight hours or more (to Europe and Latin America). APFA
completely rejected the standard coach passenger seat disgrace.
Even though most other carriers around the country utilize the last
row of regular coach seats—we were determined to fight for more.

An arbitration proceeding took place before arbitrator Richard
Bloch. The first two days of the hearing took place in DFW. Ameri-
can brought in two surprise witnesses—none other than Jane Allen
and Sue Oliver. The two former executives, having just left United
Airlines and Walmart respectively, testified on behalf of American.
Using a warped interpretation, they argued that we are not entitled
to 767-style crew rest seats on the newly configured 757 (eight
hours-plus) aircraft.

Our contract is clear: Appendix I, Article 30.L.3 - CREW REST
SEAT/CREW REST - Flights Eight (8) to Twelve (12) Hours Sched-
uled Flying Time, sub-paragraphs a., c. and d. state in part:

a. On flights of eight (8) hours or more but not exceeding twelve
(12) hours scheduled flying time, Flight Attendants will be per-
mitted to take forty-five (45) minutes of inflight rest in a desig-
nated Crew Rest Seat/Bunk.

c. The Company will provide four (4) curtained off "crew rest
seats," for Flight Attendants on International flights of eight (8)
hours or more scheduled flying time, as follows:

(1) On 767-300ER aircraft, four (4) crew rest seats, adjustable
and reclining, with headrests and footrests, will be located
in a closed off area, with a heavy privacy curtain, in a non-
smoking area of the passenger cabin. Parameters and
guidelines used in the design, location and amenities of
the Crew Rest Seats are set out in Appendix ZZ, Letter-IX.

d. On 777 aircraft, in lieu of c. above, the Company will provide
four (4) crew bunks.

Appendix I, Article 30.L.3.6 - CREW REST SEAT/CREW REST -
Crew Rest Accommodations, sub-paragraphs b. and c. state:

b. The Company and APFA will meet to discuss the design of
crew rest accommodation for existing and future aircraft falling
within International crew rest parameters.

c. The Company will provide comparable accommodations for
any future aircraft brought into the fleet.

The language mandates that all crew rest facilities on new aircraft
must be comparable to either the 767 rest seat or the 777 bunk.
Obviously, the re-configured 757 (8 hours-plus) aircraft is new to
the International fleet. The Company, not surprisingly, took another
position. They argued that since the 757 was on the property be-
fore the retrofitting, the aircraft is not technically “new” and as
such American could force us to sit in a standard coach seat in
the last row.

In the end, the arbitrator reviewed and selected a seat design
from specifications proffered by the parties. The use of this
process forced American to alter and enhance their proposal to
provide the type of recline comparable to the 767.

On the third day of arbitration, now in Washington, D.C., the case
was concluded. In his final ruling, the arbitrator adopted a 757 fix-
ture facility which preserves our industry leading crew rest on all
international “over 8” aircraft. In the interim, while the planes are
being retrofitted, we will have the use of two rows of coach seats
(6) with an added curtain and footrests. Second, the new retrofit-
ted system will allow our three rest seats to recline to 70º (greater
than the 60º recline guaranteed for the 767 crew rest seats). The
seats must have adjustable headrests as well as foot and leg
rests. Absent the adversarial proceeding and arbitration order,
without a doubt, we would have been resting in standard pitch
coach seats.

While this is not identical to the 767, it is much better than the 757
crew rest at any other airline. Additionally, it is far superior to
American’s original “sit in a coach seat, tough if you can’t get any
rest” position. My thanks to all those who prepared and presented
the case for APFA, as well as numerous union witnesses who tes-
tified against American. Unity pays!

by APFA Vice President’s Department

Following is excerpted text from the Letter of Agreement (26-LETTER-IV) dated July 1, 2001
over determination of “rough air” in the absence of a Captain’s report of severe turbulence.



ince the spring of 2008, the Secretary’s
department has handled four Executive
Committee meetings, two Board of Direc-

tors meetings, one Board of Directors Training,
revamped the Policy Manual, oversaw the Na-
tional Ballot Committee in the handling of the recent Base Repre-
sentational elections and several interim base elections, and
reviewed dozens of hardship transfer applications. In addition, the
archives of APFA have been expanded and continue to become an
incredible, comprehensive, historical collection of APFA (see related
article on page 25.)

Many of you have asked what all these union “meetings” are about
so I decided to take this opportunity to talk a little bit about the busi-
ness of APFA.

Sometimes it seems easy to forget that APFA is actually a large
business. The business of APFA could be compared to, or is the
equivalent of, running a small city. With 18,000 voting members,
your leadership is responsible for all the services provided by APFA
as well as the monetary concerns of managing those services
within an approved budget.

The day-to-day running of this business is handled here at APFA
headquarters by your National Officers. We are entrusted with this
organization and are bound by National Labor Laws, the APFA Con-
stitution and the APFA Policy Manual.

We are required by our Constitution and Policy Manual to conduct
quarterly meetings of the APFA Executive Committee (EC). In the
last issue of SKYWORD, I talked about the government structure of
APFA. The EC meetings are held in our Unity Pays conference
room at headquarters. All members in good standing are not only
welcome, but encouraged to attend.

Once a year, the Union comes together for its annual business

meeting, the Board of Directors An-
nual Convention. This important
meeting moves from base city to
base city each year, and is typically
held in February or March. It is our
largest meeting, required by the
APFA Constitution.

At these meetings APFA policy is made or changed. Issues affecting
our profession are dealt with and plans to ensure our futures are
formed by your leadership. It is our government in action. Your
Union leadership must meet in order to respond to ever-changing
polices and procedures placed on us by our employer. We must be
flexible enough to respond to these changes. Simply stated, APFA
policy is made by the Board of Directors and this happens when the
Board of Directors meets as the governing body of APFA.

Once again, all members in good standing are encouraged to come
and be a part of the gallery at any meeting and watch the business
of your Union being conducted.

By the time this SKYWORD goes to print, we will have completed
our 2009 Annual Convention which was held in Boston. Minutes of
that meeting, as well as all our other meetings, are posted on our
website at www.apfa.org. Any changes that affect our Policy Manual
and consequently, our business, will be incorporated into the Policy
Manual. Those updates will also be posted on the website.

Periodically reviewing these documents should become every APFA
member’s business as usual. It is your organization, your dues dol-
lars and your future.

S
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Secretary’s Report

As has been an APFA tradition since 1994, over
150 representatives, members-at-large, ven-
dors, sponsors, honorees and guests—drawn
from the broader community which makes
up APFA—recently celebrated all things
Union in APFA’s Annual Awards and Recog-
nition Banquet. This year’s was held on the
evening of March 5, 2009, in Boston, site of
the 2009 Annual Board of Directors’ Convention.

Beginning shortly after the close of the first day of Board business,
the Banquet this year was as unique as each of the past events,
honoring those who have shaped the world of labor, as well as
those who have guided and colored our little part of it.

Two newly created APFA awards were presented for the first time
this year, the Senator Edward M. Kennedy Award for Public Service
on Behalf of the Labor Movement, and the Cindy Horan Humanitar-
ian Award.

The first of the two, presented by APFA President Laura Glading, was
awarded to its namesake, Senator Edward M. “Ted” Kennedy, and
graciously accepted on his behalf by Joseph Kennedy III (see photo
on back cover). A grand-nephew of the Senator, the younger
Kennedy read aloud as
part of his eloquent ac-
ceptance address a thank-
you letter sent by the
Senator and reprinted in
this SKYWORD. This was
a proud moment for APFA
to be able to celebrate
Senator Kennedy’s ac-
complishments for all
working American’s and to
honor him that night.

APFA was equally proud
to honor the first recipient

Denise Pointer
APFA Secretary

secretary@apfa.org
817-540-0108 ext. 8121

Sometimes it seems easy to forget
that APFA is actually a large business.

Business As Usual

e 16th Annual APFA Awards and Recognition Banquet

Vic Thuesen and Vice President, Brett Durkin.
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Treasurer’s Report

y Cuban mother always said to me: “Que poco saben los
que no han sufrido.” I would know very little in this world if I
didn’t suffer through any kind of adversity.

Like many of you, adversity has shaped the kind of individual I have
become. I grew up pinching pennies and trying always to be fiscally
responsible. Adversity came very early in my life by way of how little
we had growing up. My mother (single, at the time) often went without
food, skipping meals so that she would have the money to send me to
a good school for an education. Eventually, I would be the first one in
my family to go to college.

One of the proudest moments of my life came on a very cold De-
cember day in 1989 (it actually snowed that day, very rare for the lo-
cale,) when I got my degree from the University of Florida. The pride
came from more than just the degree. It was the culmination of
many years of sacrifice and much work. It was a symbol of triumph
through adversity.

I would like to explain now, without taking a lot of your time or boring
you to pieces, how the budget comes to fruition and how my past ex-
perience relates.

In Article IX, Section 7 of our Constitution, it states my responsibility
and my duty, along with the Budget Committee, of reviewing the finan-
cial status of the APFA. Based on those findings, we prepare the an-
nual budget of the Union.

ARTICLE IX, SECTION 7. BUDGET COMMITTEE:

Definition and Duties: The Budget Committee shall, under the
authority of the Treasurer, annually review the financial status of
the APFA, its goals as established by the Board of Directors, and
the projected expenditures for the coming fiscal year. Based on
its findings, the Budget Committee shall, with the assistance of
the Treasurer, prepare the annual budget pursuant to the Policy
Manual of the APFA.

After collecting all the numbers: monies collected from dues, deduct-
ing expenses, fixed costs, and with input from some of our Board
members, line Flight Attendants who write or call with suggestions,

and even our staff, the Budget Com-
mittee meets here at headquarters
for several days and formulates a
budget. Obviously, it is not easy. Re-
spectful disagreements and edu-
cated opinions fly around the room
for days. At the end, logic and rea-
son prevail and a budget is born.

The goal is to produce a balanced
budget that everyone can operate
under. Nowhere in our Constitution
or in our Policy Manual has it stated
that we have to produce a balanced
budget, but we do. To do otherwise is—in my opinion—irresponsible.

The budget is then mailed to each member of the Board of Directors,
which includes the National Officers and Base Chairs, for review and
input. The Board reviews the information for approval of the year’s
operating budget.

This year’s budget preparation process has been a tough one. We will
all be facing some painful cuts. It is inevitable. When we have lost as
many members as we have, we basically have to fall in line with the
times. Times are tough and our Organization has not been immune to
the reductions in force and attrition affecting the membership. It is my
belief that from top to bottom, this institution as a whole must learn to
conduct business leaner and more efficiently than ever to accommo-
date the needs of the membership, the most obvious and precarious
need of all being the negotiating of a Collective Bargaining Agreement.

All this brings me to what I was referring to at the beginning of my arti-
cle: adversity. I have been through adversity many times before and, as
uncomfortable and unpleasant the thought of it is, I am neither scared
of it, nor do I shy away from it. As it did with me, adversity will once
again define this Union. We have been through tumultuous financial sit-
uations before and we will be prepared and ready to face them again.

My mother wasn’t kidding when she told me that I would know very
little if I didn’t go through adversity. I draw on the lessons of past ad-
versities to guide my decisions today.

of the Cindy Horan Humanitarian Award, to the Flight Attendant
after which it is named, Cindy Horan of IMA. The award was intro-
duced by DCA Chairperson Heidi Prayon and presented by then
LGA Chairperson Eric Hodgson (see photo on back cover.) Cindy
and Eric’s moving story of selfless giving was chronicled in the
Fall/Winter 2008 edition
of SKYWORD (available
to members online
through the Publications
menu at APFA.org).
Cindy’s acceptance of the
award was made all the
more poignant by the
presence of many of her
family members, who
joined Heidi, Eric and all
of APFA in honoring her.

Two Honorary APFA
Memberships were be-

stowed upon Vicky Barker and Vic Thuesen for their skill and their
commitment toward APFA and its membership though arbitrations
and grievances over a span of many years. Vicky and Vic are highly
regarded in the labor world and in their local communities. APFA
owes a great deal of gratitude to the two and are pleased to con-
sider them as members of our family. APFA Vice President Brett
Durkin made the presentations and awards while Division Reps—
past and present—who work closely with Vic and Vicky, added their
words of thanks to honor these talented and dedicated advocates.

APFA Banquets have traditionally been a pay-as-you-go affair,
funded largely by donations solicited from vendors and sponsors
along with ticket sales. This one, the16th annual, was no exception.
However, given the ongoing budget constraints detailed elsewhere
in this issue, the Board has decided to forgo next year’s Banquet in
order to widen the choice of suitable Convention locations which
can accommodate the needs of the Board Meeting without requiring
banquet facilities. We hope to have many opportunities in the future
to again celebrate and honor those among us who positively impact
our membership and the labor community.

e Budget

Juan Barrera
APFA Treasurer

treasurer@apfa.org
817-540-0108 ext. 8131

M

Times are tough and our Organization has
not been immune to the reductions in
force and attrition affecting the membership.

Vicky Barker and Vice President, Brett Durkin.

APFA Banquet photos by Frank Grieser
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Frank Bastien
National Communications Coordinator
communications@apfa.org
817-540-0108 ext. 8308

Communications

Keeping Our Eyes on the Prize,
and our Pocketbooks

he process of developing, revising
and approving a budget for the
coming fiscal year (FY 2010) was a

particularly difficult task undertaken by the
APFA Budget Committee members and the
Board of Directors, both prior to and during
this year’s Annual Convention. (see related
article by APFA Treasurer Juan Barrera.)

Aiming to boost the monies available for our most immediate task at
hand, that of negotiating a new Collective Bargaining Agreement, the
Board had to simultaneously reconcile:

• our increasing costs incurred during bargaining, especially dur-
ing this vital phase of mediation;

• our declining dues revenue in light of the company’s continued
reductions;

• a reluctance to request members to shoulder a dues increase
during difficult economic times

Addressing the last of these three points, the Board voted unani-
mously to rescind Resolution 8 which had been passed in the October
2008 Board of Directors’ Meeting and which had called for a dues in-
crease referendum for the spring of 2009.

Facing then the contradictory nature of the first two items: increasing
costs during negotiations and declining revenues, the Board under-
took a process of line-by-line examination of APFA’s expenses to con-
front the challenge at hand: funding our battle for a new agreement,
while staying within the constraints of a reduced membership and the
resulting decrease in dues income owing to AA’s retrenchment in the
current economic environment.

Simply stated: our Flight Attendant corps is shrinking; negotiations are
expensive. In the absence of actual growth of the airline, we would
hope for—at the very least—the replacement of Flight Attendants de-
parting due to normal attrition. But the past year has seen an overall
decline in our workforce, well over a thousand, whether through retire-
ment, through leaves or through furlough. The advent of mediation,
though it moves us closer to resolution at the bargaining table, also
strains our Union pocketbook.

Our revenue shortfall, in the absence of a dues increase, required
cutting our planned expenditures significantly, by way of reducing or
eliminating member services, both locally and nationally, and refocus-
ing on providing resources to our members more efficiently and eco-
nomically wherever possible. Here are some of the specifics on the
cutbacks:

-- The headquarters APFA staff budgets were reduced overall, with
the specific amounts varying by department. Additional representa-
tives staffed to assist in covering department duties were cut from the
Hotel, Health, Safety/Security and Communications departments.
Contract, Scheduling and Health will see reduced coverage for the
Rep-on-Duty desks—though the headquarters office hours will re-
main unchanged. The after-hours Rep-on-Duty coverage was elimi-
nated. Members should carry with them the contact numbers for their
local Base Representatives: Chair, Vice Chair and OCRs for after-
hours, weekend and holiday assistance. An updated, “print, cut and
carry” roster will be made available through the APFA website and

your Chair and Vice Chair contact numbers
will always be on your local base briefs.
Voice mail and email should be used for
non-urgent issues.

-- The Retirement Specialist position has
been eliminated (members may contact
their local Base Retirement Rep/OCR, or the
Contract Department); funding alloted for

our APFA Archives has been reduced and APFA was able to secure a
shared funding agreement with the company for our vital EAP services.
Reductions were also made in the Arbitration/SBA (System Board of
Adjustment) and National Officers’ department budgets. When contact-
ing APFA Headquarters, members will need to be patient when waiting
for response to phone or email requests.

-- Base budgets: the amount allotted to Chairs, Vice Chairs, OCRs,
etc. to serve their local constituents was reduced generally as a re-
flection of the lower system-wide headcounts compared to past
budget years, combined with additional reductions made during the
broad reallocation of revenues to our negotiations budget. Your local
Base Reps will be serving their bases with fewer dollars overall while
shouldering additional duties redirected from the trimmed down head-
quarters staff. Flight Attendants will, more than ever, need to stay
abreast of their contractual rights and obligations, carry their contract
or On-Duty Contract Guide and their latest Base Briefs for issues per-
tinent to their flying. Access the website for resources and be patient
when needing to seek a Representative’s assistance—whether local
or national.

One area where APFA can deliver its services in a more economic
fashion is through communications, by relying on increased use of
electronic means. The printing and mailing of SKYWORD magazine
is being eliminated in favor of an online version. The capabilities of
our members to access online services continue to grow. Availability
and affordability of Internet services is very different today than even
just a few years ago. In this environment, we can simply no longer
support multiple systems to distribute the same information. We need
to concentrate on less expensive alternatives, especially when they
prove more efficient and timely.

The changes in our APFA National budgets result in a reduction of
over a million dollars in these expenses alone. When combined with
the Base reductions, the amount grows to a reduction of almost one
and a half million dollars in operating expenses year over year. Nearly
half of these savings were reassigned to the negotiations budget.

This is a difficult but necessary restructuring—a reorienting and refo-
cusing of services from the National to the Base level, while realizing
the dual goals of (1) increasing our Negotiations funding substantially;
and (2) staying within our current revenue forecasts. Undertaking
these cuts, which on their face may appear drastic, is nothing more
than responding to the immediate need to control our expenses and
focus our resources, keeping our eyes on the prize of a new working
agreement.

We all hope for, and are working for, a time to come when we as an
Organization can again grow in both our sheer numbers and our fi-
nancial strength and can reexamine our budget with the aim to in-
crease our member services.

e combined effect of the changes
in our APFA National budgets
alone amounts to over a million
dollars in reduced expenses, and
nearly a million and a half when
combined with the Base reductions.

T
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hy is this recession so deep, and
what can be done to reverse it?

Hint: Go back about 50 years, when Amer-
ica's middle class was expanding and the
economy was soaring. Paychecks were big
enough to allow us to buy all the goods
and services we produced. It was a virtuous
circle. Good pay meant more purchases,
and more purchases meant more jobs.

At the center of this virtuous circle were
unions. In 1955, more than a third of work-
ing Americans belonged to one. Unions
gave them the bargaining leverage they
needed to get the paychecks that kept the
economy going. So many Americans were
unionized that wage agreements spilled
over to nonunionized workplaces as well.
Employers knew they had to match union
wages to compete for workers and to re-
cruit the best ones.

Fast forward to a new century. Now, fewer
than 8% of private-sector workers are
unionized. Corporate opponents argue that
Americans no longer want unions. But pub-
lic opinion surveys, such as a comprehen-
sive poll that Peter D. Hart Research
Associates conducted in 2006, suggest
that a majority of workers would like to
have a union to bargain for better wages,
benefits and working conditions. So there
must be some other reason for this dra-
matic decline.

But put that question aside for a moment.
One point is clear: Smaller numbers of
unionized workers mean less bargaining
power, and less bargaining power results in
lower wages.

It's no wonder middle-class incomes were
dropping even before the recession. As our
economy grew between 2001 and the start
of 2007, most Americans didn't share in
the prosperity. By the time the recession
began last year, according to an Economic
Policy Institute study, the median income
of households headed by those under age
65 was below what it was in 2000.

Typical families kept buying only by going
into debt. This was possible as long as the
housing bubble expanded. Home-equity

loans and refinancing made up for declin-
ing paychecks. But that's over. American
families no longer have the purchasing
power to keep the economy going. Lower
paychecks, or no paychecks at all, mean
fewer purchases, and fewer purchases
mean fewer jobs.

The way to get the economy back on track
is to boost the purchasing power of the
middle class. One major way to do this is
to expand the percentage of working
Americans in unions.

Tax rebates won't work because they don't
permanently raise wages. Most families
used the rebate last year to pay off debt—
not a bad thing, but it doesn't keep the vir-
tuous circle running.

Bank bailouts won't work either. Busi-
nesses won't borrow to expand without
consumers to buy their goods and serv-
ices. And Americans themselves can't bor-
row when they're losing their jobs and their
incomes are dropping.

Tax cuts for working families, as President
Obama intends, can do more to help be-
cause they extend over time. But only
higher wages and benefits for the middle
class will have a lasting effect.

Unions matter in this equation. According
to the Department of Labor, workers in
unions earn 30% higher wages—taking
home $863 a week, compared with $663
for the typical nonunion worker—and are
59% more likely to have employer-provided
health insurance than their nonunion coun-
terparts.

Examples abound. In 2007, nearly 12,000
janitors in Providence, R.I., New Hamp-
shire and Boston, represented by the Serv-
ice Employees International Union, won a
contract that raised their wages to $16 an
hour, guaranteed more work hours and
provided family health insurance. In an in-
dustry typically staffed by part-time work-
ers with a high turnover rate, a union
contract provided janitors with full-time,
sustainable jobs that they could count on
to raise their families'—and their communi-
ties'—standard of living.

In August, 65,000 Verizon workers, repre-
sented by the Communications Workers of
America, won wage increases totaling
nearly 11% and converted temporary jobs
to full-time status. Not only did the settle-
ment preserve fully paid healthcare premi-
ums for all active and retired unionized
employees, but Verizon also agreed to pro-
vide $2 million a year to fund a collabora-
tive campaign with its unions to achieve
meaningful national healthcare reform.

Although America and its economy need
unions, it's become nearly impossible for
employees to form one. The Hart poll I
cited tells us that 57 million workers would
want to be in a union if they could have one.
But those who try to form a union, accord-
ing to researchers at MIT, have only about a
1 in 5 chance of successfully doing so.

The reason? Most of the time, employees
who want to form a union are threatened
and intimidated by their employers. And all
too often, if they don't heed the warnings,
they're fired, even though that's illegal. I
saw this when I was secretary of Labor
over a decade ago. We tried to penalize
employers that broke the law, but the fines
are minuscule. Too many employers con-
sider them a cost of doing business.

This isn't right. The most important feature
of the Employee Free Choice Act, which
will be considered by the just-seated 111th
Congress, toughens penalties against
companies that violate their workers' rights.
The sooner it's enacted, the better—for
U.S. workers and for the U.S. economy.

The American middle class isn't looking for
a bailout or a handout. Most people just
want a chance to share in the success of
the companies they help to prosper. Making
it easier for all Americans to form unions
would give the middle class the bargaining
power it needs for better wages and benefits.
And a strong and prosperous middle class is
necessary if our economy is to succeed.

Why Stronger Unions Can Help Us Out of is Mess
America, and its faltering economy, need unions
to restore prosperity to the middle class.

by Robert B. Reich
Reprinted with permission
www.robertreich.org

Robert B. Reich is Professor of Public Policy
at the Goldman School of Public Policy at the
University of California at Berkeley. He has
served in three national administrations,
most recently as secretary of labor under
President Bill Clinton.
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ANewWorld by Joan Wages
APFA Washington Representative

t is a new world in Washington where
the word “union” can be used without
fear of reprisal and where working peo-

ple are valued members of our society.
Seldom in history has Congress gotten off
to such a fast start—in this case, to ad-
dress concerns about the economy. The
history-making inauguration of President
Barack Obama turned a page by changing
the emphasis of government. This Adminis-
tration has pledged to support provisions in
the best interest of middle-class Americans.

FAA Reauthorization Bill

Turning to legislation of interest, the FAA
Reauthorization bill will be re-introduced.
You might remember that this is a must-
pass bill every four years that “authorizes”
the FAA to work on various programs. It
was up last year but the House of Repre-
sentatives and the Senate Committees
with jurisdiction over the bill could not
agree on how to proceed in financing reno-
vation of the air traffic control system. Sen-
ator Jay Rockefeller (D-WV), Chair of the
Senate Aviation Subcommittee, wanted to
impose greater fees on private jets. Repre-
sentative Jim Oberstar (D-MN), Chair of
the House Transportation and Infrastructure
Committee, opposed that solution. A con-
tinuing resolution was passed in the fall
that extended the FAA’s authority to operate.
The financing issue was unresolved.

So the FAA bill is back. As in the last ver-
sion, Flight Attendants will have several is-
sues in this year’s bill. We expect that it will
extend CAMI’s (Civil Aero Medical Insti-
tute) report date to Congress on its Flight
Attendant fatigue study. CAMI requested
the report date be backed up by six
months due to delays it has encountered in
collecting data. The Coalition of Flight At-

tendant Unions supports this since this is
the first extensive study to be done on Flight
Attendant fatigue and we want it done right.

The bill will again have a provision extend-
ing OSHA protections to Flight Attendants.
It will direct the FAA to implement seven
areas of protections to Flight Attendants
that were identified in 2000 in a Memoran-
dum of Understanding (MOU) between
OSHA and the FAA. The FAA will oversee
the implementation to address their long-
standing concern that OSHA regulations
will interfere with aviation safety.

In addition, the bill will again have require-
ments for an English language standard for
Flight Attendants. This issue goes back
more than a decade and remains an im-
portant safety issue. In case of an emer-
gency, it is critical that crewmembers can
understand each other.

The bill may also provide for a study of
cabin temperature—mostly a regional jet
issue where the aircraft do not have APUs
and cabin temperatures on the ground can
exceed 100 degrees in the blistering sum-
mer months. Other provisions impacting
Flight Attendants may be included in the bill.

The House version of the FAA bill will be
introduced and move within the next cou-
ple of months. The Senate bill is not ex-
pected to move until later in the year. And
what about the financing issue that was
the problem last year? In this new world,
everything has changed. Transportation
budgets, bank financing, and airport and
municipal projects are all being revisited
from a new perspective. This bill is impor-
tant as part of rebuilding our nation’s infra-
structure so it is expected that solutions
will be found.

Family and Medical Leave for Flight At-
tendants

Legislation clarifying FML for Flight Atten-
dants passed overwhelmingly in the House
last session but stalled in the Senate. The
bill language is almost identical to the FML
policy APFA members already have, but
APFA strongly supports this because it is
always better to have legislative language
when at the bargaining table. The Bush
Administration Labor Department opposed
any extension of FML and got Senator
Mike Enzi (R-WY) to hold up the bill. Sena-
tor Hillary Rodham Clinton (D-NY), the
Senate bill sponsor, was somewhat other-
wise engaged but her staff did all possible
to address the Administration’s objections.
This session Senator Patty Murray (D-WA)
has agreed to re-introduce the bill. As a
member of the Senate Democratic leader-
ship and an appropriations committee
chair, she is in a good position to make it
happen this session.

New World

Some may remember the air traffic con-
trollers strike when President Reagan had
them fired. That act sent a cold chill down
labor’s spine and a message to corporate
America that they should do the same. The
titans, whether corporate or Wall Street,
were placed on a pedestal and the middle
class was devalued. Well, we made it
through the winter of being frozen out—
some worse for the wear—and the pendu-
lum has swung. Congress will reflect this
change in bill after bill. Some will directly
impact Flight Attendants, others indirectly.
Many provisions will go towards helping
the middle class make it through these
economic hard times and build towards a
better future.

I
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ne of the most divisive issues we
have ever faced as a union was that
of B-Scale. In 1981, President

Ronald Reagan had fired the striking air
traffic controllers and the labor movement
was in turmoil. In 1983, while Flight Atten-
dants at other airlines were taking signifi-
cant pay cuts, Bob Crandall at American
Airlines, was offering something different.
Current workers would not see their wages
cut, but pay for new hires would be dramati-
cally reduced. While the pilots and the
ground workers (APA and TWU) had al-
ready accepted B-Scale contracts, APFA
leaders knew this was a time bomb. They
fought hard against it, in fact, and the first
Tentative Agreement was overwhelmingly
rejected.

APFA’s second round of bargaining pro-
duced a better overall contract even though
B-Scale remained. First-year pay for Flight
Attendants went from $1194 a month to
$972, and incentive rates were reduced
from $20.49 to $14.40 per hour. A signifi-
cant difference was that B-Scale in the sec-
ond Tentative Agreement stopped at five
years, thus ensuring that both management
and APFA would have to address pay dis-
parity in succeeding contracts. The argu-
ment for ratification, that preserving the
higher pay rates would ultimately benefit
both new and current Flight Attendants,
prevailed. In a climate tinged with fear, the
B-Scale contract was ratified by a narrow
majority.

The economy rebounded and AA Manage-
ment went on a hiring spree. In the 1987
Contract, the APFA achieved a single pay
scale, with a six-year merge. Even though it
took the better part of ten years, equality
was restored and B-Scale was eliminated.
Some called it a C-Scale because the
merged scale was made possible by flatten-
ing, or pancaking, the wages of the more
senior A-Scale Flight Attendants.

Age-old, fear-based tactics like divide and
conquer are used time and again because
they have proven to be effective. With B-
Scale, misunderstandings and mispercep-
tions persist to this day. Senior Flight
Attendants (or at least those who had a job
at the time) have often been accused of
selling out the unborn—the yet-to-be-hired

—for personal gain. The truth is that the
Flight Attendants at that time never really
accepted B-Scale. APFA members took
what was thrust upon them and spent
the next ten years working to repair the
damage.

In order to mitigate the damage of the B-
Scale following the rejection of the first TA in
1983, and then to eliminate it in the negotia-
tions in 1987, APFA was forced to expend a
large amount of its bargaining capital. In all
negotiations the cost of any new agreement
is not unlimited. A union and its members
have to decide how best to allocate the dol-
lars it can extract from a company.

As the 1987 negotiations approached, an
ever increasing number of Flight Attendants
hired since the ratification of the second TA
in 1983 were approaching five years senior-
ity and ratification of a contract rested on
erasing the B-Scale. Dollars that could
have been devoted to improving vacation,
strengthening retirement benefits and pro-
viding higher wage increases for all Flight
Attendants were spent instead on ridding
our contract of this wage differential.

And so while the effects of the B-Scale may
not have been felt by those already em-
ployed in 1983, by 1987 those same Flight
Attendants had to take less in order for the
B-Scalers to get more. We cannot afford to
once again experience the imbalance, distor-
tions and divisions that a B-Scale invariably
generates in negotiations.

The B-Scale experience was a difficult chap-
ter in our shared history but it was through
that struggle that our unity was forged. In
1993, when we again faced an employer de-
termined to undermine our careers, we
stood together, shoulder to shoulder and
said no. And in the end, that is the lesson of
B-Scale: There are no easy answers, our in-
dustry is volatile and there are times when
we will have to make the best of a bad situa-
tion. But we are a young union, a mere
thirty-one and a half years, and we are in
this for the long run. We know that it is only
when we—past, present and future Ameri-
can Airlines Flight Attendants—act together,
stand together, support each other and trust
ourselves to look out for each other, are we
able to truly thrive and prosper.

Déjà vu All Over Again
The Lesson of B-Scale

by the APFA Negotiating Team

B-SCALE Factoids 1983

• Backdrop: Crisis in the Middle East. The
Iranian Revolution sharply increased the
price of oil around the world in 1979, caus-
ing the 1979 energy crisis. This was caused
by the new regime in power in Iran, which
exported oil at inconsistent intervals and at a
lower volume, forcing prices to go up.

• Recession – Tight monetary policy in the
United States to control inflation leads to
another recession.

• Labor Situation – On August 3, 1981 almost
13,000 air traffic controllers went on strike
after months of negotiations with the federal
government. 48 hours after the walkout,
President Reagan fired the 11,350 ATCs (al-
most 70% of the workforce) who had not re-
turned to work. In case the message was
still unclear, he declared a lifetime ban on
the rehiring of the strikers by the FAA.1

• Early 1980’s – Economic Downturn – AA
Flight Attendant furloughs.

• Other airlines: Flight Attendants take pay
cuts.

• In negotiations with APA and TWU it is re-
vealed that AA is seeking to introduce sig-
nificantly lower wages for all new hires
(B-Scale).

• The first APFA B-Scale Tentative Agree-
ment was reached in the summer of 1983.

o Professional Negotiator Nick O’Connell,
former President and founder of the
APA, led the APFA negotiating team

o First B-Scale contract had two sepa-
rate pay scales with the B Scale
reaching 20 years

o First B-Scale Tentative Agreement was
overwhelming rejected

• Second B-Scale Tentative Agreement be-
came effective November 9, 1983.

o Introduced Part Time
o Introduced Optional Exchange
o Second B-Scale stops at 5 years
o APFA was the last union on American

Airlines property to accept B-Scale

1 Volume Thirty- Seven, 1995, Essays in History,
Published by the Corcoran Department of His-
tory at the University of Virginia, “The Pressures
of PATCO: Strikes and Stress in the 1980’s,” by
Rebecca Pels.
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Hope for Change? UNITY is the Answer

s I return from attending the inspiring and historic inauguration of President Obama,
I am struck by the depth of similarities between our multi-generational struggle for
the contract we deserve and the monumental difficulties facing our Nation. Com-

mon themes, finding expression in our national discourse about the myriad of problems we
must urgently confront, focus my attention on some of the issues your Negotiating Team is
addressing in our efforts to deliver you a contract you can be proud of: notably, how fragile
our unity can be if we allow unnecessary distractions to undermine our determination to
achieve the contract that we desire.

In today’s difficult economic environment, our collective expression of hope is perhaps
stronger than at any time in our lifetimes. It is what drew millions to DC to bear witness to
our new President’s inauguration. Drawing parallels to our AA microcosm, I would suggest
that hope for a better work-life has never been stronger in the APFA membership. Every
one of us, I trust, is absolutely committed to improving our careers through the current
round of negotiations. We may have differences in opinion as to how those improvements
should be realized; however, none of us aspires to a continued status quo or further degra-
dation of our contract. The broken promises of AA Management have served to strengthen
our resolve to do whatever must be done to regain what has been lost.

As we move further along the road to a new contract, we must always remember that our
unity can be fractured by our individual failure to keep our attention focused on our ultimate
collective goal of an improved contract that benefits us all. We must recall those episodes
from our bargaining past where either AA intentionally sowed discord in our ranks or we,
through our own internal disputes, lost valuable time in the negotiation process.

Let me illustrate through the difficult lesson of the “B-Scale” experience. As a 1988 hire, I
recall vividly the bitterness and division that AA’s successful divide and conquer tactics in
the1986 contract engendered in our ranks for many years. Whatever was the rationale at
the time that persuaded a majority of us to ratify that contract has clearly been shown
through the perfect vision of hindsight to have been misguided. We learned unequivocally
that contractual provisions which divide us—those which create proverbial “second-class”
citizens—cannot survive the test of time and cannot be allowed to take root in our contem-
plations as we work for a better future for us all.

The differences amongst us that serve to undermine our unity are potentially many: senior-
ity, age, gender, speaker vs. non-speaker, purser, where we are based, division, proximity to
retirement, and the list goes on. However, by succumbing to the belief that our “one big
issue” is more important than our collective unity and hope for change, we as individuals
have within our control the ability to inflict more damage on the outcome of these negotia-
tions than any outside player could ever hope to achieve.

Your Team believes in you. We believe in your individual hope for change in this round of
negotiations. Remember as we proceed through this next phase of mediated talks that our
collective unity is the guarantor of our eventual success. Anything that serves to divide
us—that distracts us from our collective goal of achieving the best possible contract—will
dampen the very real and attainable goals which we all share and which serve to make our
unity our greatest strength.

In December of last year, a scenario eerily similar to the old B-Scale played out on our
property with another union. The Company tried to get the TWU to agree to a contract
that would eliminate the Defined Benefit Plan and Retiree Health Care Benefits for new
hires. When those talks broke down, and the terms became known, the APFA Negotiat-
ing Committee confronted the Company’s negotiating team and asked them for assur-
ances that we would not see those same proposals at some later date in our bargaining.
When the Company refused to provide such assurances, the decision was made to file
for Federal Mediation. In 2003, with the Restructuring Participation Agreement, we gave
up a lot to protect our Retiree Health Care Benefits and our Defined Pension Plan. We
sacrificed to preserve these benefits and we will fight to preserve them.

by Steven Ellis, APFA Negotiator

2009 Factoids

• Backdrop: Crisis in the Middle East - Wars
in Afghanistan and Iraq.

• Recession in the United States.

• Labor Situation – In aftermath of 9/11 US
airlines file for bankruptcy and/or voluntary
restructuring – airline workers lose wages
and benefits.

• AA Flight Attendants on furlough.

• Race to the bottom in Flight Attendant
wages.

• When negotiations with the TWU break
down it is revealed that AA is seeking the
elimination of Defined Benefit Plan and
retiree health care benefits for new hires.
(See box, lower right.)
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n July 22, 2008, Judge Nina Ger-
shon of the United States District
Court, Eastern District of New York,

handed down a decision in what had been
known as the “Marcoux” case (after the first-
named plaintiff in the filing.) This was a suit
against APFA and other defendants over is-
sues surrounding the Restructuring Participation Agreement. The
text of the District Court’s decision, and the details of this suit—
as well as others since dismissed or closed—can be found on the
Lawsuits page of the APFA website, under the Members’ Re-
sources menu.

APFA was pleased with the decision last July as all the lawsuits—
and this one in particular—have proven to be a substantial drain
of dues dollars on our Union’s treasury. To date, the cost to APFA
for the Marcoux case alone has totaled $1,205,359. To put that in
perspective, this amount is approximately the cost of providing six
full-time APFA Reps-on-Duty over a four-year period! Add to this
total the over $750,000 APFA has spent defending other lawsuits,
since dismissed, closed or later consolidated into Marcoux, and
the total approaches a staggering $2,000,000. This is money
APFA can hardly afford as we find ourselves having to tighten our
belts in the face of declining dues, decreased flying and a weak,
uncertain economy.

APFA had hoped that with the well-considered and crafted decision
of Judge Gershon, the case would be closed, literally—in terms of
the plaintiffs, and figuratively—where our treasury is concerned. But

the remaining plaintiffs (their number dwin-
dling since the initial filing), have appealed the
Judge’s ruling and once again, APFA finds it-
self forced to spend dues dollars to defend it-
self against a small minority of its own
members. This diversion of your dues dollars
is particularly unfortunate at this critical time

in negotiations, while our members are facing an uncertain future
and the financial well-being of the industry is at stake.

Of the original 27 plaintiffs in the case, only 13 have chosen to ap-
peal the Court’s decision. They are (with base assignments as of
March 2009 for those still active):

With the original namesake of the lawsuit no longer a plaintiff, the
appeal is now referred to as the “Lindsay” case.

Our goal must always be to secure the future of our members. As
stated in the APFA Code of Conduct: “Strength and unity within the
APFA are fundamental to the successful resolution of any endeavor
the Union may undertake.”

An Appeal to Judgment – Active Litigation Update

APFA had hoped that with the

well-considered and crafted

decision of Judge Gershon, the

case would be closed.

O

Jill Lindsay (LAX)
Carol Johnson (IOR)
Constance LaMattina
Daniel Santiago (JFK)
Deborah Whittington
Dottie Long (LAX)
Janet Gold

Judith Alexander (LAX)
Karen Rivoira
Laurence E. Salomon III (BOS)
Patricia Kennedy (JFK)
Patty Gentry
Rebecca Smith (IMA)

by Laura Glading, APFA President
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Brent Peterson
National Contract Coordinator

contract@apfa.org
817-540-0108 ext. 8271

Contract

ffective April 1, 2009, many of the budgets at APFA were re-
duced in order to address the decrease in income as well as
to reallocate funds for negotiations. Like all departments,

Contract and Scheduling were affected by the budget cuts and, as a
result, we will have one fewer representative to respond to your calls
and emails. Additionally, our Retirement Department, which was
staffed for part of the month, was eliminated altogether. This will re-
quire each of our members to become more self-reliant when seek-
ing answers to their questions or resolving problems that may arise.

One of the best resources available to our members is the On-Duty
Contract Guide mailed in Fall 2004. This document answers the
vast majority of questions that arise while out on the line. If you
have misplaced your copy you can download the guide from the
APFA website at www.apfa.org. An enormous amount of informa-
tion is available on the website. On the Contract Department page
you will find detailed information on a wide range of topics, from Bid
Leaves to Commuter Policy. The full Foundation Document can be
found under the link for Current Contract. Of course when it comes
to company policies, Jetnet is the best source for information.

In this article I would like to provide answers to the most com-
monly asked questions we receive in the Contract Department.

Q. How do I bid for vacation to maximize pay and time off?

A. Vacation bidding is actually very simple. You will be removed
with pay from any trip which touches your vacation. Sign-in
and debrief are included as part of a trip and would trigger
paid removals. For example, if you had VC 05APR – 10APR
you would be removed with pay from a 3 day trip on 02APR -
04APR that arrives at 2350 on the 04APR as the debrief (15
minutes for domestic, 30 minutes for international) would
cause the trip to touch your vacation on the 05APR. Likewise
you would be removed from a trip that departed at 0015 on
the 11APR as the sign-in time would actually be on the
10APR and again trigger a paid removal. A reserve day that
falls within your vacation period will pay 4:10 in a thirty day
month and 3:56 in a thirty-one day month. An available day
that falls within your vacation will pay 3:53 per day.

Q. I just received a Jury Duty summons. What do I do now?

A. Jury Duty is actually part of Company Policy. You can find the
policy specific to Flight Service in HIDIR (Hotpath –
HIDIR/FA/CODE/JURY). You will be removed with pay from
any trips which were on your schedule at the time you re-
ceived your summons which directly conflict with your Jury
Duty obligation. The policy states that you should provide the

summons and the envelope to your Flight Service Manager.
Jury Duty systems vary extensively throughout the country.

Q. When does a sick absence become two points versus one
point?

A. Assuming the absence is not during the critical period (from
22DEC to 03JAN) a sick absence of six days or fewer will
count as one point. If the absence is seven consecutive cal-
endar days or greater it will count as two points. If you have a
single sick absence of seven or more days, you can reduce
the two points to one point by contacting Call-a-Nurse at
1-800-555-2373 within 10 business days of the end of the
absence. If you had maintained 12 or more months with
no chargeable absences prior to the occurrence then the
seven-day duration parameter will not apply. The absence
will be counted as one point.

Q. How many hours do I need to be eligible for FMLA?

A. As long as you have at least 12 months of service with the
Company then you need to have at least 504 paid productive
hours at the start of the absence in order to be eligible for
FMLA. Paid productive hours consist of the greater of your
PPROJ or Guarantee; plus eight hours for each day of train-
ing; plus any hours flown on Sick Make-up; minus any time
for which you were paid but not productive (e.g. vacation, paid
sick, Jury Duty, etc.) You can find your hours for eligibility
listed on Jetnet.

Q. What is the difference in A1 versus A3 deadhead?

A. A1 is for travel to a flight assignment. A1 travel is a “must
ride” status. Based on company policy you should receive a
seat assignment for travel as A1 as long as you have not
made a last minute change to your A1 and have checked-in
on-time. A3 is for travel from a flight assignment. A3 travel is
not a “must ride” status. If at the time the A3 is booked, there
are no seats left sell in Y inventory then the A3 is not con-
firmed. When you check-in you will be listed on the priority list
as an RID, which is a high priority standby. You do not have to
take a jumpseat when traveling A3 even for flights less than 4
hours. But since A3 is not “must ride,” you should contact
Crew Tracking to have your A3 changed to the next flight.

We absolutely will be here to answer your questions and help
solve problems, however we encourage you to do your part and
look at the resources provided so that we can respond to ques-
tions in a timely manner.

E
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Scheduling

s Flight Attendants, we live a busy and active life. Taking
care of ourselves and our families requires us to fire on all
cells at any given moment. Obtaining helpful information

is one way we can eliminate undue stress in our lives. We at the
Scheduling Department want you to have easy access to topics
that may be of assistance to you 24/7.

Scheduling issues, in particular, can be very complicated causing
stress when we do not understand what is happening to our
schedules.

What do I do?

• Note the numbers of the Chair, the Vice Chair and the Op-
eration Council Representatives at your base, especially for
after-hours questions. Click Base Pages from the Main
Menu of the APFA.org home page. Navigate to your base
page for the latest contact information.

• You may call a Scheduling Rep-on-Duty at APFA HDQ,
Monday through Friday during the hours of 0900 – 1700
central, excluding holidays. (817.540.0108, extension
8161). Program this number into your cell phone!

• Log in to the APFA website and click on Contact at the very
top. Use the link “Click here to contact an APFA Headquar-
ters Representative on Duty.” Emails outside of normal of-
fice hours will be treated the next business day.

• You may obtain helpful information by referencing the On-
Duty Contract Guide. An online version is available. Click
on Current Contract from the APFA.org home page.

• You may also reference your spiral bound Collective Bar-
gaining Agreement (CBA) dated November 1, 1998 to No-
vember 30, 2004. The complete CBA with the modifications
from 2003 is also online through the Current Contract link.
Click on “Foundation Document.”

Most of us today own a home computer and subscribe to an Inter-
net service provider. The Internet is an excellent tool which enables
us to search for information that is available 24 hours a day, 7 days
per week. The APFA website is a wonderful resource of information
available to our membership. You may visit the APFA website to
search for important scheduling issues that you may be experiencing.

Let’s look at some of the documents on the Scheduling page of
the APFA website that may be of interest to you (click on Depart-
ments in the main menu, then Scheduling):

• 2009 Bid Calendar
• Deadhead After Substitution of Equipment
• Flight Attendant Obligation with AVBL Days
• FLL Reserve Coverage Test
• High Time Flyer – Recovery of Lost Time
• Monthly Limitations and Guarantees
• OE Flexibility
• PVD Award Summary
• Reserve Preferences
• Short Call Make Up
• Standby Reserve Duty Test

There are many more documents for you to review. The above are
only a small sample. They are frequently updated as the need
arises. We find that more and more Flight Attendants are using
our website to obtain information. The Internet is a quick way for
Flight Attendants to communicate with us here at APFA.

For those of you who are not familiar with my department here at
APFA Headquarters, two line Flight Attendants are staffed full-
time each business day to answer your calls. I am very proud of
the Reps that manage the phone lines five days per week. It is a
very demanding job, but very rewarding to help our fellow Flight
Attendants in need. The phone lines in the scheduling department
can sometimes queue up to ten calls at a time. Therefore, the
Reps must be proficient and ready for the next caller.

Due to the financial demands of negotiating a contract and budget-
ary cutbacks at APFA HDQ, the department could lose one Sched-
uling Rep-on-Duty. We all know how difficult it is to negotiate with
AA. Contract talks are historically lengthy and expensive. We must
stay the course in order to obtain the contract that we all deserve.
Losing a Rep due to cutbacks at APFA would result in a reduction
of one-on-one services to you. Fortunately there are resources
available to you on the APFA website.

Well, that is it for now. Please remember to carry The On-Duty
Contract Guide with you when you fly your trips.

Mark

What do I do now?

Finding answers to your
scheduling questions

Following is a frequently asked question from concerned commuters:

Question: I checked in for my commuter flight and noticed that an
American Eagle Flight Attendant will be getting the CJ before me
because that person is listed first on the Priority List. Is this true?

Answer: It is not. Per the In-flight Manual, General Policies and
Guidelines page 1.6, AE flight attendants are only eligible to take
the jump seat on an AA flight for personal (D) travel. AA flight at-
tendants must be accommodated in the jump seat before any AE
flight attendant, regardless of pass classification.

A
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ne of the occupational hazards of our “glamorous” career
as Flight Attendants is exposure to infectious disease. While
the airlines make every effort to avoid boarding passengers

who have contracted nasty bugs, there will always be a few who slip
through the cracks. This could be a passenger who is quite simply
unaware that they have been exposed to an illness, or perhaps
someone who feels a little under the weather but doesn’t think it’s
any big deal. There are even a few unscrupulous types who travel in
spite of the fact that they have been diagnosed with an infectious
disease. Maybe they just want to get home as quickly as possible
so they can obtain treatment from their own doctor and sleep in
their own bed. Possibly, they are blissfully ignorant of the risk of ex-
posure to which they subject the people with whom they come into
contact—including their dedicated flight crew. We can only hope
that clueless souls such as these are few and far between.

During 2008, passengers on 24 American Airlines flights were
later diagnosed with infectious diseases. As a result, 212 Flight At-
tendants received letters from AA Occupational Health Services
notifying them of a possible risk of exposure. Of this total number,
126 notifications were for tuberculosis, 22 were for pertussis
(whooping cough), 22 were for meningitis, 11 were for chicken
pox, and 9 were for smallpox. This number is actually quite low
when you consider the volume of flights operated by American
Airlines in the space of a year. Knowing that to be true, however,
doesn’t make the situation any less nerve-wracking for the Flight
Attendants who are in receipt of the dreaded letters.

It is at this point that the phones start ringing at the APFA Health
Department and at AA Medical as well. “Why,” demands an out-
raged Flight Attendant, “am I just now getting this letter? I worked
that flight more than a month ago!” Well, this is how the process
works: Our passenger, Mr. Clueless, boards one of our flights totally
unaware that he was exposed to an infectious disease during the
course of his travels. Although he is feeling a bit run down, he inter-
acts pleasantly with the flight crew and his seat mate. After the flight
he goes home and puts himself to bed. The next morning he wakes
up feeling much, much worse. His wife insists that he go to the doc-
tor, but he can’t get an appointment before the next day. The physi-
cian finds his symptoms to be troubling and decides to run a few
tests. It takes a few days for the test results to come back showing
that Mr. C. has contracted a highly contagious infectious disease.
The physician then recommends that Mr. C. stay home for a few
more days, and questions him regarding his activities in the time
leading up to his diagnosis. He reports his findings to the local pub-
lic health authority, who in turn report to the Centers for Disease
Control (CDC). The CDC at this point would contact American Air-
lines for a copy of the passenger manifest so that they could then
send notifications to those passengers on the flight who might be at
risk. AA Occupational Health Services then takes responsibility for
sending out letters to the flight crew. In some cases phone calls will
be made to those crew members thought to be most at risk. If Mr.
C. traveled on multiple flights there would be notifications sent out to
each flight crew involved. As you can see, this is a somewhat back-
ward process and one which does not occur automatically. This ex-
plains why it can often take a month or more before crew members
receive the letters notifying them of possible exposure.

Crew members should read the letters carefully in order to deter-
mine whether medical testing and follow up are necessary. The
APFA Health Department and leadership would like to see AA step
up to cover the cost of any necessary testing, however that is not
the procedure at this time, and they are not legally obligated to do
so. Since CDC reported incidents of exposure to AA crew members
are relatively low in number, it would go a long way towards improv-
ing employee relations if our company were to cover these costs. If
you contract an infectious disease at work you can file a worker’s
comp claim, and state workers comp law will be the determining
factor in whether your claim is compensable. Please contact the
APFA Health Department or AA Medical via Call-A-Nurse if you
have any questions.

It is important to remember that exposure to a disease does not al-
ways result in a person contracting that particular disease. And,
while we can never entirely eliminate the risk of disease exposure,
there are some fairly simple actions that can be taken which will
greatly reduce that risk.

• Get recommended vaccinations and keep them up to date.
• Check the CDC website regularly for updated health infor-

mation for travelers.
• If a passenger appears to be seriously ill alert the captain

immediately, as well as the agent if the flight has not de-
parted, or the AA Physician-on-Call if in flight.

• The importance of hand washing cannot be over empha-
sized. Studies show that a thorough wash with warm, soapy
water is just as effective as antibacterial hand wash.

• It is a good idea to carry a soap-free antibacterial hand
cleaner for those times when we are unable to get into the
lav.

• Be considerate of yourself and your co-workers by trying to
avoid working when you are sick.

• Pay attention to your personal health and do your best to get
adequate water, food, and rest.

Following all of the above recommendations is undeniably difficult
under our current stressful work conditions. Making our personal
health a priority will contribute to our ability to get through the diffi-
cult times which undoubtedly lie ahead.

Notification of Crewmember
Exposure to Infectious Disease

O

Resources

CDC website:
www.cdc.gov/travel

American Airlines Occupational Health Services:
1-800-555-2373 or via Call-A-Nurse chat on the AA OHS website

APFA Health Department:
APFA extension 8301 or: health1@apfa.org

Article by Patty French on TB Exposure:
Skyword Spring 2008
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Safety & Security

s you have read by now, the Cabin Aviation Safety Action Program
(ASAP) began for AA Flight Attendants on January 15, 2009. Un-
fortunately there is a lot of misinformation floating around re-

garding the program. APFA has worked very hard, for many years, to
develop this safety program. We encouraged participation and approval
by the FAA and AA so you could benefit from this program.

Cabin ASAP is a VOLUNTARY, strictly confidential, self-disclosure pro-
gram that allows you to self-report inadvertent safety-related violations
(both FARs and AA safety policy) without the fear of retribution or disci-
pline from either the FAA or AA management. This program reflects the
desire of APFA, FAA and the AA to solve safety-related issues through
corrective solutions and education by identifying hazards in order to pre-
vent incidents and accidents, without implicating any individual em-
ployee. Cabin ASAP will also allow for data to be collected that can be
used to identify safety issues or violations that may be caused by a sys-
temic problem. It will allow for recommendations to be made to possibly
change procedures or address training issues. This partnership is de-
signed to open the channels of communication so that Flight Attendants
will feel comfortable reporting safety-related incidents.

We know people make mistakes and may drift from trained procedures.
The goal of Cabin ASAP is to find out why these things happen. Prior to
the implementation of this program, if a company safety policy or FAR
was broken, and AA or the FAA found out about it, the Flight Attendant
would face possible company discipline and/or a fine by the FAA. What
is learned from that? Potentially, the same incident could be occurring
around the system. This may indicate a larger problem with policy/proce-
dure. There has never before been a tool to gather, analyze and utilize this
kind of information. It’s been a missed opportunity to perhaps improve
procedures or policy. That is exactly what the Cabin ASAP program is all
about! The fact the event happened isn’t the focus. The focus has shifted
to learning about the contributing factors … WHY did it happen?

Cabin ASAP is a program that addresses safety issues: specifically the
“why” behind a FAR or safety-related company policy which may have
been inadvertently broken.

Examples are: exit row briefing not performed, doors not armed/dis-
armed, emergency equipment not checked, out of jump seat during air-
craft movement on the ground surface, crosscheck not completed,
blown slide, etc.

Cabin ASAP is not for things such as: OSR not used on cart, reading
lights inop, meal service done out of sequence, reporting passenger
misconduct, etc.

Cabin ASAP is not a program to report other Flight Attendants or co-
workers. Any report of that nature will not be accepted. The reporting
Flight Attendant will be contacted by the APFA Cabin ASAP Event Review
Team (ERT) member and redirected to APFA Professional Standards.

When reports are submitted to the ASAP program, they will be de-iden-
tified (name, employee number and base removed) and forwarded to
the ERT. The ERT—consisting of a representative from APFA, FAA and
AA—reviews the reports. One type of report is known as a “Sole
Source.” This is an event in which the only person that knows the event
happened is the employee involved. An example would be that you are
Flight Attendant #1 on a Super 80 and as the aircraft is climbing after
takeoff you look down and see that the entry door isn’t armed. You im-
mediately arm it and nobody is the wiser. But why did it happen? Were
you distracted by a sick passenger? Did the Captain inform you it was
going to be a short taxi and you became focused on the safety briefing?

Are you on your fourth leg of the day coming off of a reduced-rest layover
and have not had an opportunity to eat? The information that is gathered
from these types of events will be compiled and analyzed. It could very
possibly effect a future change in our own policy or procedures.

Another type of report that can be submitted to the Cabin ASAP pro-
gram is a “Non Sole Source.” This is an event that may have been wit-
nessed by another individual (e.g. FAA inspector, an FSM, a passenger)
who may inform AA or the FAA about the event. As long as the Flight
Attendant submits an ASAP report and the event meets the require-
ments for acceptance, the employee will be immune from discipline from
the company and/or FAA. It is important to note: any report that is sub-
mitted into the Cabin ASAP program, or any information gathered by
the ERT, will not be shared or turned over to the FAA or AA. These guar-
antees are put in place specifically to encourage information be pro-
vided—information that would otherwise go unreported—without fear of
retribution.

** Report Acceptance Requirement: drug or alcohol use was not a con-
tributing factor, there was not a reckless disregard for safety, etc **

APFA did not walk into this program lightly. We spent years working,
watching and taking advice from others (both on and off the property)
who have working, successful ASAP programs. Cabin ASAP programs
are in place for Flight Attendants at United Airlines and Alaska Airlines.
Southwest and Northwest Flight Attendants are in the planning stages
of an ASAP program. AA Mechanics and Dispatchers have ASAP pro-
grams. The pilots at American had a successful ASAP program in place
for 14 years. Recently the AA Pilot ASAP program was suspended.
Many Flight Attendants have questioned why the APFA would enter into
an ASAP Program when the pilots have pulled out of theirs. APA and
the pilots seek to obtain assurance that their members will not be sub-
jected to discipline if they participate in the new ASAP Programs. As
Flight Attendants, we do have this assurance tied into our program.
APFA has a signed Letter of Agreement (LOA) that guarantees that any
Flight Attendant involved in the Cabin ASAP program will not receive
any discipline from the company. (This LOA is signed by Lauri Curtis,
Vice President of In-Flight and APFA President Laura Glading.)

Understandably, this program and concept is new to all of us. It is a dra-
matic change in the culture at AA, a very different way from how things
have been handled in our past. The Cabin ASAP Program is about
safety and we are safety professionals. The FAA has stressed the im-
portance of this type of a program. APFA put their support behind it; the
FAA and AA embrace the program. The ERT’s responsibility is to iden-
tify and report changes that stem directly from the reports that are re-
ceived into the program. We know that this is the way to build trust in
the program and keep it moving forward. In just the first few weeks
since the start of the program, over 50 reports have been received.
Several Flight Attendants have already benefited and were not sub-
jected to company/FAA discipline when they reported: blown slides, out-
of-date manuals, minimum crew violations and not briefing exit rows.

So you can see…the program works as it was intended. The galley gos-
sip and misinformation posted on the various blogs about the Cabin
ASAP is purely speculative and not factual. We encourage all members to
educate themselves by viewing the information posted on APFA website
regarding ASAP. If you have questions or concerns, please do not hesi-
tate to contact us at: cabinasap@apfa.org or 817.540.0108 ext. 8888.

Since the ASAP program is voluntary, it is strictly your choice: the old
way…involving discipline, or the new way…being provided protection.
We think the choice is an easy one.

Protection from Discipline
...the 411 on Cabin ASAP

by Lonny Glover
National Safety/Security Coordinator
and Patty Hargrove
APFA Cabin ASAP ERT member

A



www.apfa.org Spring 2009 21

Aircraft Mechanicals

09/2008, SEA/JFK/ORD, 757
While flying from SEA to JFK, flight diverted to ORD due to electrical
problems. No emergency was declared and the aircraft was not over-
weight for landing. After landing, the aircraft went off the end of the run-
way due to multiple blown tires. Passengers and crew deplaned via
mobile stairs and no injuries were reported. Once the NTSB cleared the
plane, checked baggage was off loaded. The flight changed equipment
and crew and departed for JFK.

11/2008. SJU/LAX/IAH, 757
Flight diverted to IAH due to an electrical burning odor in the cabin. De-
clared emergency and the aircraft landed overweight without incident.
The aircraft was taken out of service. All Flight Attendants reported hav-
ing experienced headaches and dizziness but did not seek immediate
medical attention. Flight Attendants stayed overnight in IAH due to crew
legalities. No passenger injuries were reported. Replacement aircraft
and Flight Attendants were sent from DFW, the flight changed equip-
ment and departed for LAX.

12/2008, ORD/STL/ORD, S80
Aircraft returned to ORD with reported engine failure. After take-off,
while climbing to 3000 feet, the crew heard a loud bang which was ini-
tially assumed to be a compressor stall. Engine was shut down with sin-
gle engine time reported to be five minutes. Emergency was declared.
Aircraft landed without incident. After inspection, a small crack was
found but no leaks. The turbine of the engine appeared to be coming
apart and the aircraft was taken out of service. Passengers reportedly
remained calm during the incident. The flight changed equipment and
departed for STL.

Injury/Illness

09/2008, JFK/CDG, 767
Paramedics were requested to meet the flight upon arrival due to a very
ill, 43-year-old female passenger. There were two doctors onboard as-
sisting the passenger, whose condition became worse during approach
and landing. CDG paramedics met the flight and pronounced the pas-
senger deceased. The aircraft was impounded by local authorities for a
three-hour period after arrival. Passengers and crew were allowed to
deplane. Cause of death determined to be from natural causes.

10/2008, EZE/MIA, 777
Emergency was declared for landing and paramedics requested to
meet the flight upon arrival in MIA due to multiple crew and passenger
injuries resulting from severe turbulence. The turbulence occurred ap-
proximately 25 minutes prior to landing. Seat belt sign was turned on
when turbulence occurred. Four Flight Attendants and four passengers
were treated by paramedics. Aircraft was taken out of service for in-
spection. Two Flight Attendants were treated and released at the airport
by paramedics. Two Flight Attendants and four passengers were trans-
ported to a local area hospital for treatment.

12/2008, DFW/IND/LIT, S80
Medical emergency was declared and flight diverted to LIT due to an
unconscious male passenger. Two nurses onboard assisted Flight At-
tendants. Oxygen was administered. Paramedics met the flight upon
arrival and transported the passenger to a local area hospital. All
three Flight Attendants were exposed to bodily fluids and the aircraft
was removed from service for hazmat cleanup. The original crew fer-
ried the aircraft back to DFW. A replacement aircraft and crew was
sent to LIT. Flight changed equipment and departed for IND.

Passenger Misconduct

09/2008. DFW/SJC, S80
During boarding, a female passenger seated at a bulkhead row became
verbally abusive towards a Flight Attendant after being requested to
place all carry-on items in the OHB. Passenger refused to place her
oversized purse in the OHB and reportedly stuck her finger in the Flight
Attendant’s face and continued the verbal abuse. The Captain was noti-
fied and passenger eventually complied with proper stowage of her
carry-on items. Flight Attendant involved refused to fly with passenger
onboard. Captain deemed passenger was acceptable for travel and the
Flight Attendant did not work the flight.

10/2008. MIA/BOS, 757
A male passenger was reported to have physically assaulted another
passenger during deplaning in BOS. The passenger was reported to
have been a problem during the flight. The assaulted passenger was
struck in the face and was bleeding from his injuries. LEO and para-
medics were requested and responded. The injured passenger was
treated and released by paramedics. The two passengers involved in
the altercation were questioned and released by the BOS airport police.
The police stated since they had not witnessed the altercation could not
arrest anyone, even though several passengers and crew members
were witnesses and gave statements to the police. AA denied return
travel for the passenger accused of the assault.

11/2008, EZE/JFK, 777
Male passenger reportedly threatened a Flight Attendant with a knife
from the F/C cabin. Passenger apparently had purchased wine in M/C
and was owed five dollars change. The Flight Attendant informed the
passenger the change would be returned later in flight. The passenger
followed the Flight Attendant to the F/C galley area, picked up a knife
and threatened the Flight Attendant. The passenger was given the
change owed to him and then returned to his seat without further dis-
ruption. The Captain was notified of the incident and a report was filed.
The passenger involved was denied travel on his return flight.

12/2008, PHL/DFW, S80
A male passenger, while deplaning in DFW, was verbally abusive and
assaulted a Flight Attendant. Another Flight Attendant as well as a cabin
service employee witnessed the assault. Assaulted Flight Attendant
filed charges with LEO and passenger denied further travel on AA.

Accidents and Incidents
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Hotel

ince starting this position I’ve received several inquiries from
you asking how hotels are selected, how come we don’t have
Internet service, what about a food discount, etc. I thought this

would be a great time to let you know how my department works
and give you a better understanding of the hotel selection process.

First, if you haven’t already done so, please read Article 21 - HO-
TELS AND TRANSPORTATION of your contract. Don’t worry; it
won’t take you long since it is only three pages. This is the guideline
for my department and how we operate. We are currently in negoti-
ations and some of this language may, or may not change, but until
then this is what we follow.

I work with the American Airlines Hotel Contracts Department Man-
ager, Monica Chamberlain and her Administrators, Sally Kolar,
Sydelle Numsen and Patty Taylor. The Hotel Contracts Department
is responsible for securing contracts with hotels and transportation
companies for our scheduled layovers. They are also responsible
for insuring that the HIHTL information is up-to-date. They handle
relocations with regularly scheduled crews should a hotel be in an
oversold situation, have plumbing or security issues, etc. I work
closely with these AA contacts as they are the ones with whom I ad-
dress your concerns and complaints about each property. Accord-
ingly, the Hotel/Limo Desk is responsible for unscheduled layovers
and transportation such as reserve Flight Attendants and OSOs.
(See the article in the Summer 2008 SKYWORD.)

As the APFA Hotel Coordinator, I meet monthly with the company
Hotel representatives, APA Hotel representatives, and some mem-
bers of Flight Service to discuss ongoing issues with hotels and
transportation based on your emails, phone calls and debriefs. We
look for solutions to resolve any ongoing problem which can some-
times result in a hotel review.

A hotel review—also referred to as a site inspection—can be called
by any party for any reason. The company could call for one be-
cause a hotel doesn’t want to renew the contract or is asking for a
rate increase. We would call for a site inspection of a property be-
cause of continuing negative reports without a resolution. In all
cases the company representative sends out Requests for Proposal
(RFP) to all the hotels in the area to see who might want our busi-
ness. The hotel management fills in the proposal with information
about their hotel and property, any discounts they will offer and their
rate. The company may send out 30 RFPs and only get 10 or so
back. The hotels that don’t want crew business would simply not re-
turn the RFP. Of those interested there may be properties that don’t
meet our criteria for an acceptable crew layover hotel. APFA can
also suggest properties that we would like to visit. I have received
some emails from you with suggestions in certain cities that I have
passed on to the company.

The review/site inspection dates and itinerary are set by the com-
pany representative. I, or one of my Hotel Committee Members, will
do the site inspection along with a representative from AA and APA.

Current and recent APFA Representatives are: Joel Medford
(DFW), Cathy Sharp (IDF), Jessica Washington (JFK), Sally Prater
(DFW), Allyson Osean (STL), Jennifer Brissette (DFW), Cherie
Fleishman (LGA) and Brenda McKenzie (DFW).

Throughout the review we have a checklist that we follow as we site
the property. I developed a new checklist from previous ones being
used to incorporate more information and to make it user friendly.
The information on the checklist includes:

• the hotel itself and surrounding area
• fire, safety and security
• rooms and amenities in the room
• restaurants in and around the property

During the inspection we dismantle the beds, take pictures of the
rooms and hotel, and make notations on the checklist. We refer
to the RFP that was completed by the hotel management and
confirm some of the information such as the restaurant and/or
room service hours and any discounts. This is where the bargain-
ing begins.

When doing a site inspection we always ask for complimentary In-
ternet access in the room, a food and beverage discount and bot-
tled water. These items are not contractual so we must always ask.
In most cases the hotel has filled out the RFP with a food and bev-
erage discount listed and that’s it. Sometimes, during the inspec-
tion, we are able to get them to offer a larger percentage. As for the
Internet access it depends on the property itself. Some of the older
hotels have a third-party contract that they are paying off by pass-
ing that cost on to the guest. If they give it to us complimentary then
they would have to absorb that cost. It is usually these hotels that
we find won’t offer the service as complimentary. The same could
be said for the even fewer hotels providing complimentary bottled
water. Bottom line, the company only cares about the bottom line
cost for the hotel itself and transportation.

Once the review is done, a report is written following which I send
APFA’s recommendation of our top choices to the company Hotel
Representative. Hopefully, and in most cases, all three Represen-
tatives (APFA, APA and AA) agree on a property. Article 21.H.2.c.
states:

The Company will consider all recommendations of the APFA
and then select the facility to be used from those that are mutu-
ally acceptable to the Company and the APFA. It is the intent
of the parties that representatives of the Company and the
APFA’s National Hotel Department reach agreement on the se-
lection of the hotel/motel accommodations. If, however, there
are no mutually acceptable facilities, the Company and the
President of the APFA (or her/his designee) will meet to at-
tempt to agree on a facility. If the Company and the President
of the APFA (or her/his designee) cannot reach agreement, the
Company will make the final determination.

S
HOTEL/TRANSPORTATION 101
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Once the hotel is contracted, the website is updated with the hotel in-
formation and the amenities that they will offer. My committee mem-
bers and I are constantly going through the website to make sure
that the information is up to date and accurate. We’ve also made
many corrections based on your feedback after visiting the site.
We’re trying to make the site user friendly and the information easy
to obtain. This is an ongoing project.

On a daily basis we answer your phone calls and emails and for-
ward the information to the company representative for follow up
with the hotel. When you contact us regarding a hotel, please make
sure to always include the date, name of hotel and city, room num-
ber, and the name of anyone that you spoke with. We receive many
reports, often only saying: “Marriott” or “Renaissance,” with no city
name. Also, if you speak with someone at the hotel ask them for

their business card. Having the name of the person you spoke with
helps us with the follow up. Your reports are then filed by city and
hotel and referred to when issues are not being resolved and we
need to call for a site inspection.

As the National Coordinator, I am also responsible for overseeing a
monthly budget for my department, reporting to the National Officers,
the APFA Board and Executive Committee via quarterly reports and
meetings, coordinating my Hotel Committee Members, providing con-
tinuing training and writing articles for SKYWORD. Most of all, I get to
be your voice. A Flight Attendant once said to me, “I feel sorry for you
because there will always be someone who is unhappy with your
hotel choice.” That may be true, but I continue to work diligently to se-
cure the best accommodations I can, always keeping in mind the
safety and comfort of each and every crew member.



Patrick Hancock
APFA Retirement Specialist
retirement@apfa.org

817-540-0108 ext. 8490

Retirement

Q. Should we dump our Regular Pension and go with a 401(k)
match?

A. I don’t think so.

Some people are very concerned about their pensions. The econ-
omy is terrible, the company is crying poverty, and now they just
announced that the market melt-down means our Flight Attendant
pensions are only 70% funded. With all that risk, people are afraid
of ending up with nothing. Some people have argued that trading
our traditional pension for a 401(k) match is a way to reduce that
risk. I disagree. I think if we were to trade the Defined Benefit Pen-
sion Plan (DBP) for just a 401(k), we would be:

1. Taking on the Investment Risk currently borne by the company,
2. Trading into a plan with no insurance component,
3. Trading into a plan with no Pension Benefit Guarantee Corpo-

ration (PBGC) “guarantee,”
4. Reducing individual diversification, thus increasing our risk of

ending up with nothing, not reducing that risk.

What does all that mean?

1. Investment Risk

The money you need in retirement is the same, whether it comes
out of your 401(k), or out of our Defined Benefit Plan Pension
Fund. If you need $480,000 to last the rest of your life, that is
what you need. The question is: who is on the hook if the Stock
Market goes down, or you make some bad investment choices,
and your pile of money shrinks?

In a DBP, the company is on the hook. They have to make up the
shortfall. In a 401(k), you, your kids and the state welfare agency
are on the hook and have to make up the shortfall. That is what is
meant by “bearing the investment risk.”

2. Insurance Pool

Actuaries can tell you that on average you will live a certain num-
ber of years after you retire. The number is completely accurate—
and absolutely wrong for you, in that half of us will live longer than
the average, and half of us will die sooner than the average. In a
401(k), the folks that die sooner, say only two years into retire-
ment, leave a nice sum of money for their heirs. The folks that live
longer than average will run out of money. Uh Oh!

In a DBP, the money is all in one big pool. You draw on it as you
need it. If you only draw for two years, the part you “don’t use” is
left for the other people in the pool that live longer than the aver-
age. This pooling of money by a large group, for the use of the
members when they need it, is generally called an insurance pool.
Think of your car insurance as an example of an insurance pool.
If we give up our DBP for a 401(k) plan, then we lose this insur-
ance pool component. Great for your heirs if you die young; not so
good for you if you live longer than average.

3. PBGC

Our DBP is "guaranteed" by the Pension Benefit Guarantee Cor-
poration (PBGC), a quasi-governmental insurance firm. Almost
nothing in life is certain, but this guarantee of some sort of a pen-
sion payment is pretty solid for people who retire at normal retire-
ment age. If you retire earlier than normal retirement age you may
end up with a lot less than you have been expecting. Higher paid
employees, e.g. pilots, are also limited by the insurance maximum
to less than expected. Unfortunately, we as flight attendants don't
make enough to be impacted very much by the maximum benefit.
401(k) plans do not have any guarantee.

4. Diversification

The best investment solution is to have your nest egg(s) in several
baskets. A basic plan should include a little something from your:

• Defined Benefit Plan
• Social Security
• 401(k)
• IRA (Roth and/or regular), and
• Savings—this includes investments such as rental property

and the equity in your home

Diversifying like that means that even if one or two drop—or go
away entirely—you still have a steady stream of income from the
others, which reduces the risk of not having enough to last the
rest of your life. Today we have both our DBP, and the option to be
in the 401(k). If we trade our DBP for only a 401(k), then you re-
duce the number of baskets (diversification) which is less safe.
While a single individual may be willing to take that additional risk
for non-financial reasons, I do not think it would be the wisest
course for the vast majority of our members.

In conclusion, let’s review the main points which speak to the dis-
advantages of dropping a Defined Benefit Pension in favor of a
401(k) alone.

If you were to trade the DBP for just a 401(k), you would be:

1. Taking on the Investment Risk currently borne by the company,
2. Trading into a plan with no insurance component,
3. Trading into a plan with no Pension Benefit Guarantee Corpo-

ration (PBGC) “guarantee,”
4. Reducing individual diversification

Thus, this is not the best solution for our members. But, consider
this, the option of a 401(k) match and a DBP are not mutually ex-
clusive.

Dump the Pension … ?!?!

Editor's note: Though Patrick will continue aiding our mem-
bership through his participation, where possible, in retirement
seminars, his regular duties as Retirement Specialist ended on
March 31. Budget constraints led to the elimination of funding
for the position. Members should direct their retirement ques-
tions to their designated Base Representatives (Chair, Vice
Chair and/or OCR) or the Contract Reps-on-Duty.
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e Link Between Our Past and Our Future
rom time to time the membership
hears from the APFA Archives De-
partment and this SKYWORD issue

brings an update. While clearly aware that
APFA serves our membership by protect-
ing and promoting our career, some Flight
Attendants may not realize that APFA pre-
serves the history of our Union and profes-
sion as well, through the APFA Archives.
Created in 1998 to organize and maintain
over 30 years (at that time) of Flight Atten-
dant history, the archives still serves our
membership today, and on a daily basis.

With the goal of easy access, the archives
space at APFA headquarters was de-
signed with mobile shelving units, acid free
folders and boxes, and a precise system to
log and retrieve thousands of documents.
From administrative, legal, and fiscal files
to negotiations, contracts, and historical
documents, our archives tell the story of
not only APFA, but the Flight Attendant as
a professional. The contributions of past
administrations, photos and media from
our triumphs and tribulations, and even
uniforms worn many contracts ago, all re-
side within the walls of our archives.

In 2007, IDF Flight Attendant Cilla Golas re-
tired as the APFA Archivist after contributing
many years to the establishment and suc-
cess of the department. I interviewed for the
position after reading her article and of her

search for a replacement in SKYWORD that
spring. With a degree in English and experi-
ence in historic preservation and publication
research, I felt I could continue Cilla’s work
preserving our Union’s history.

Eighteen months later, the archives remain
busy with the constant influx of materials.
Each change of APFA administration brings
boxes to be processed. Flight Attendants
continue to send personal collections docu-
menting their experiences—some as com-
mittee or board members. We receive
SKYWORD copies, newspaper clippings,
various articles of interest from the past and
even personal photos. Some of these treas-
ures duplicate items currently held, but often
something arrives that fills a void or com-
pletes our collection. An exciting donation
came last spring when Mr. William Edwards,
official photographer for Flagship University,
donated his entire collection of negatives
from the 1970’s through 2001. Though in-
complete in some years, it is a wonderful ad-
dition to our archives.

From an administrative standpoint, the
archives serve APFA and its commitees as
a source in finding documents that aid in
negotiations, arbitrations, and even daily op-
erations, not to mention providing continuity
from one administration to the next. AA re-
lated documents, including benefit and re-
tirement information, are archived along
with contract and scheduling materials.
Every APFA department is represented. All
documents and items must be cataloged
into a location guide to allow for retrieval.
Periodic shifting and transferring of materi-
als must be done. As Cilla warned during
my transition to the position, we are never
“caught up” in the archives.

Through the years, our archives have pro-
vided material for researchers and disser-
tations. It will continue to represent us to
future generations. This cause is furthered
by our association with The University of
Texas Library and Archives in nearby Ar-
lington, Texas. As the UTA Library houses
one of the most significant Labor Union
Archives in the country, APFA was fortu-
nate in finding such a partner to provide a
permanent home for part of our collection.
A university archivist works with APFA to
ensure that any documents that we choose
to send to the impressive, climate-con-
trolled facility are maintained and accessi-
ble, yet protected if deemed confidential.
For example, if it is no longer feasible to
keep Board of Director or Executive Com-
mittee materials on site at our archives,
they are catalogued and transferred to the
UTA Labor Union Archives. More informa-
tion on the UTA Library and Archives is
available at: http://libraries.uta.edu/SpecColl

Much credit goes to our Officers and previ-
ous administrations for recognizing that, as
the largest independent Flight Attendant
union, we must protect our place in history
with our airline and our profession. We can
be proud that, in a constant and non-politi-
cal way, the APFA Archives provides the
link between our past and our future!

F
by Sally Prater, APFA Documents Historian

Sally Prater in on-site archive storage

APFA archive annex and prep room

UTA archive storage
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EAP

Patty French
EAP Specialist

eap@apfa.org
817-540-0108 ext. 8701

PFA has requested a Federal Mediator to assist us with our
contract negotiations. The process of mediation is increas-
ingly being utilized to settle corporate, public policy and

personal disputes. I often receive calls from distraught Flight At-
tendants who are in the process of divorce or who are ending a
relationship with their partner. While we are all familiar with the
process of a traditional, litigated divorce and the emotional strife
that can accompany it, no one wants to be remembered in the
neighborhood as the couple who had the nasty divorce.

Yet a divorce in the traditional sense can often inflame the conflict
and poor communication that already exist in a relationship. Di-
vorce, or the breaking up of an important relationship, is a time of
confusion and turmoil. It can make one’s life feel out of control.
Yet it is a time that requires good decision making so that your life
and the life of your family can proceed in a thoughtful way. For this
reason, a majority of states now have some form of court-ordered
divorce mediation, and many couples seek out private mediators
to help them move on with their lives in a constructive way. Media-
tion is helpful because it helps couples keep focused on the future
rather than the past and, if you have children, their needs and
feelings are kept in the foreground.

As parents, couples find that they can establish a working relation-
ship during the process of mediation. This important accomplish-
ment has a positive impact on children’s adjustment to their
parents’ separation. It also makes it easier in the future for parents
to discuss and come to agreements about the many issues that
will arise as children grow.

There are many benefits to mediation. It works because the cou-
ple makes decisions together, not attorneys and judges who do
not know the couple. There are no delays, or depositions, just the
couple and the mediator. The mediator is the key to this process.
He or she will assist the couple in making decisions by providing
support, clarification and a safe, nonjudgmental atmosphere to
discuss the issues. In this setting, the couple can discuss their
concerns and make their own decisions. The mediator is a neutral
party who knows what decisions must be made and ensures that
they are made in an orderly fashion and in an atmosphere where
arguments are minimized and cooperation is encouraged. This al-
lows the couple to focus on their future.

Mediation saves a couple time, money and emotional energy. It is
cost effective because the couple decides how quickly to proceed.
They maintain control of the process and they don’t have to wait
for space on the court calendar to proceed. It focuses on the fu-
ture and each person’s best interests. It promotes open communi-
cation and, when there are children involved, creative parenting
arrangements can be drafted to suit individual schedules. This is
particularly important for Flight Attendants. The courts tend to
craft traditional parenting agreements for those who work 9-5 work
schedules. Since we have a varied work schedule, these types of
agreements do not serve our families very well and add stress to
both our work and family life.

For those who have a relationship that is not recognized in many
states, whether it be unmarried, heterosexual couples without a
common-law marriage, unmarried couples with children, or same-
sex couples, mediation is an effective way to reach a settlement.
Couples who have been divorced for a number of years often go
to mediation when a change in the parenting schedule is needed
and they cannot reach an agreement on their own. Mediation has
the added benefit of being private for those who do not want their
finances or custody settlement made public. Those who partici-
pate in mediation find that it helps to lessen anger and bitterness
and assists in the acceptance of closure of the relationship and a
sense of a new beginning. There are a few situations in which
mediation is not appropriate. These include situations where do-
mestic violence is present in the relationship or if one party is un-
able to make decisions on her or his own behalf.

The emotional toll that divorce or the ending of an important rela-
tionship has on individuals can be enormous. Statistics show that
ninety percent of people who go through an acrimonious divorce
have major health problems within two years of the divorce. For
their children, the statistics are even more troublesome. Seventy
percent of kids whose parents go through a high conflict divorce
do not want to get married, have children or have a relationship
with the opposite sex. The stakes are high when it comes to high
conflict divorces. For this reason, many people find that seeking
the help of a mental health professional is helpful in maintaining a
healthy perspective. Others have found that the following guide-
lines can be helpful.

Strategies for Building Resilience and Adapting Well to
Divorce

Divorce can leave you feeling emotionally drained and out of con-
trol. Yet this time requires you to make your best decisions about
your future. The impact on you will be felt at many different levels:
emotional, practical, financial, self-esteem, and relationship. The
following self-care strategies have been found to be helpful to as-
sist you through this difficult time. They are designed to assist you
with gaining deeper understanding of yourself, your assumptions
about the world, relationships and personal beliefs. Remember
that developing resilience is a personal journey. What works for
one person may not work for another. Some of the following ways
may be helpful to consider in developing your personal strategy:

• Talking to other divorced men and women who are support-
ive and understanding.

• Having a job or doing volunteer work.
• Over time, facing then accepting and letting go of negative

feelings.
• Focus on what you can control. Develop realistic goals and

do something every day to move toward them.
• Seek out resources and education to assist you in making

informed decisions.
• Accept circumstances that can’t be changed and focus on

circumstances that you can change.

Mediation: Often the Right Approach
in Our Personal Lives

A
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“Miracle on the Hudson” was Union-Made
nce again, the nation has witnessed the difference between
life and death that comes from having trained, experienced
union members on the job.

Combining quick thinking and sheer bravery with their experience
as long-time union members, US Airways Flight 1549 pilot Capt.
Chesley Sullenberger and co-pilot Jeffrey Skiles, its crew of flight
attendants [Sheila Dail, Doreen Welsh and Donna Dent], and the air
traffic controllers teamed up to pull off the “Miracle on the Hudson,”
in which 155 people survived an emergency landing in New York’s
Hudson River on Jan. 15.

The many stories that have appeared in the mainstream media
have praised the event as a “miracle” but have failed to point out
that every single one of these heroes involved in pulling it off is a
union member. Passengers on many commuter airlines, flown by
poorly paid non-union pilots and staffed by non-union crews, might
not have been as lucky.

All of the airline and airport workers involved in the Jan. 15 miracle
were union members who received extensive training that was pro-
vided for and required under their union contracts.

Capt. Sullenberger brought the plane and its passengers to a re-
markable safe water landing with no engine power. When his pas-
sengers and flight crew were safely evacuated from the plane,
Sullenberger, according to reports, walked up and down the aisle
twice to make sure the plane was empty.

Sullenberger has 40 years of flight experience. During that time he
has served as both an instructor and safety committee chairman for
the Air Line Pilots Association (ALPA).

Passengers put their heads in their laps and started praying as their
plane landed with an enormous splash into the 35-degree waters
off Manhattan’s 48th Street. Witnesses on the shore watched in
shock as passengers emerged in quick but orderly fashion. It was
the three union flight attendants who successfully shepherded them
to the temporary safety of the wings and the flotation rescue slides.

The flight attendants are all members of the [Association of] Flight
Attendants-CWA.

“Flight attendants are highly trained safety and security profession-
als. The successful evacuation was an overwhelming example of
the need for union flight attendants on aircraft,” declared Patricia
Friend, president of the AFA-CWA. Friend said her union provides
flight attendants with extensive training on emergency evacuations,
and noted that each year union members undergo additional train-
ing to ensure proficiency.

The air traffic controllers who routed the plane around Manhattan,
after the pilot reported that a bird strike had shut down both en-
gines, are members of the National Air Traffic Controllers Associ-
ation.

There are fewer controllers working longer hours these days as a
result of the Bush-controlled Federal Aviation Administration’s re-
fusal, for three years now, to bargain a contract with the union.

After the splashdown, passengers huddled on the wings of the
plane as waves reached the bottom of the plane’s windows. One
commuter ferry, the Thomas Jefferson of the company NY Water-
way, arrived within minutes of the crash. The ferry crew and pas-
sengers grabbed life vests and lines of rope and tossed them to
plane passengers struggling in the freezing water as the plane
drifted slowly south.

Soon an armada of police boats, fireboats, tugboats and Coast
Guard craft converged on the plane and, eventually, all passengers,
including a baby, were safely transferred to the rescue boats.

The ferry crews that responded when they saw the plane in the river
are Seafarers (SIU) members. The SIU provides extensive safety
training for its members.

The pilots of the ferries that responded are members of the Marine
Engineers union.

The police and fireboats that came to pull passengers to safety are
operated by members of the Fire Fighters and Patrolmen’s Benevo-
lent Association.

Many of the unions involved, observers note, were the same ones
that had performed heroically in New York on 9/11.

by John Wojcik, People’s Weekly World Reprinted with permission. www.pww.org
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• Develop new friends. Strengthen family and social support
networks and religious affiliations that do not oppose di-
vorce.

• Seek out ways to have a less contentious divorce such as
mediation or collaborative law.

• Engage in activities that you enjoy and find relaxing.
• Avoid casual sex, alcohol and drug use.
• View the divorce as the result of problems in the relation-

ship rather than other things.
• Look for opportunities for self-discovery. Overcoming adver-

sity helps you grow in meaningful ways and gives you a
greater sense of personal strength.

• Maintain a hopeful outlook by visualizing what you want
and not what you fear.

• Learn about what strategies for building resilience might
work for you by discovering how you have effectively re-
sponded to challenges in the past.

• While we cannot control many events that take place in our
lives, we can use stressful events as an opportunity to be-
come a stronger and more self-assured person.

• Get help when you need it. Counseling focused on coping,
goal setting and problem solving will help you move toward
the future. A licensed mental health professional can assist
you in developing a strategy to help you move forward.



As this issue was being finalized for print, there were several simul-
taneous changes going on in many Base Representative rosters.
The 2009 Base Representational Elections saw new Chairs and
Vice Chairs seated at a significant number of our bases. These
representatives would be taking office on April 1, and would have
new phone numbers. The center pages for SKYWORD have typi-
cally gone to the printer before the remainder of the issue. This,
coupled with the targeted mailing date, led us to the decision to
delete the section and to focus our attention on getting the new
contact information, laid out in a convenient web-ready fashion, as
soon as available from the new Base Reps. In all cases, the Head-
quarters voice mail extensions remain the same for a given posi-
tion. Additionally, the email addresses follow the normal APFA Chair
and Vice Chair convention:

chxxx@apfa.org –or– chxxxx@apfa.org for Chairs (where the
xxx or xxxx represents the base code).

Examples: chord@... for Chicago Domestic, chbosi@... for
Boston International. (Be sure to include the “ i “ designator if in-
cluded in your base code.)

For Vice Chairs, simply use: “vc” instead of “ch” in the address.

There are already phone extension rosters online for the other
Reps listed in the center pages. These and the Base Chair and
Vice Chair phone numbers will be included in new formats for
easy printing and carrying.

What happened to the phone roster
and the center section?
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