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Jerry Barrett: This is Jerry Barrett talking. Today's

date is March 19, 1986. I'm interviewing Dwain Andrews in Miami, 
Florida. We're talking about the labor relations history of 
Eastern Airlines. Dwain I wonder if you'd start by just talking a 
little bit about your period beginning with the beginning of your 
time with Eastern up to when you became involved with labor 
management relations.

Dwain Andrews: Sure. As you said my name is Dwain C. 
Andrews. I started with Eastern in September of 1952 kind of on 
a part time arrangement. I was a student at the University of 
Miami and I came to work for Eastern. I thought that it would be 
a part time job and it turned out that I stayed until December 31, 
1985, at which time I retired after 33 almost 33-1/2 years.
Anyhow when I first started I was in the Accounting Department and 
after a couple of years or so I moved into the Personnel Wage and 
Salary Administration and then around 56-57 in that area I 
became involved in labor relations handling grievances and 
arbitration and then in a little while became more involved and 
was part of the contract negotiating committee back in the late 
50's and middle 60's. By 69 I was Co-spokesman and then in the 
middle of the early 70's I was generally the chief negotiator. 
Primarily for the mechanists contract and the smaller union 
organized groups and the in 1976 I became Vice President of Labor 
Relations,at which time I had responsibility for all of the 
negotiations other than the pilots. The pilots at Eastern 
historically have been negotiated for the most part by the number 
one or two man in the company. Even going back to Rickenbacker's
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day to some extent he was involved. when he wasn't involved there 
was a man under him named Sidney Shannon who was the number two 
man at Eastern and he did most of the negotiating. So back from 
the very early days the pilots have always had a history of 
dealing with and having access to the top officer or the second 
top officer in the company and it pretty well carried on through 
to Floyd Hall when he came on the scene even though he tried to 
stay away from it a little bit. However in the end he always got 
involved to some extent and of course Higgenbottom to the same 
extent when he came along and of course Frank Borman was very 
involved. I think one of his (Borman's) earlier assignments when 
he first came with the company was negotiating the pilot contract. 
So as I say the pilot contract has been negotiated by primarily by 
the top man or the number two man in the company, generally 
through the whole history as I recall it. Of course the Vice 
President of Flight Operations did most of the negotiations in the 
earlier stages. Tom Buttion was very involved when he occupied 
that position.

The mechanics had been pretty well handled by the labor 
relations people as you would normally expect as in most companies 
until the last two or three rounds of negotiations when we started 
getting into a lot of the wage concession type programs starting 
with the 1976 one year wage freeze and on up through the present 
time. Frank commenced to become a little more involved as time 
went on. Also going back to the Hall and Higgenbottom days they 
would have what we called the quarterly update with all the labor 
leaders. We would bring them in each three months or so and give
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them a financial update on where we were in the company and little 
by little those meetings progressed to a point to where the union 
leaders got to know the top people in the company and our style of 
management kind of developed to where top company officials had an 
open door and union representatives were going to those people 
more frequently than they ordinarily would. But by and large the 
mechanic contract and the flight attendant's were negotiated by 
the labor relations people and the union representatives kept 
pretty well in line and dealt with those people. Of course, as I 
said in 1975 we started with all the groups. We asked for a wage 
freeze for the year 1976 when the rest of the industry, and this 
was before deregulation, was giving annual increases - pretty 
substantial increases. Then at the end of the 1976 wage freeze we 
asked for the variable earnings program, a five year program, 
where an employee would give back 3-1/2 percent of his salary and 
through a formula if the company made money - above 2% of revenue- 
we would share a portion with the employees of the amount 
exceeding 2%. And of course when that program ended we were still 
just getting in the troughs of deregulation and we still needed 
concessions and we asked for additional concessions and it led to 
a series of other types of investment programs. When we 
got into 1983 the program called for a certain percentage of stock 
for contributions and the unions were given seats on the Board of 
Directors. As I said all the way through starting particularly 
since deregulation and about the time deregulation was coming into 
being we had open books for union officials to review our 
finances. We never had any secrets as far as where we stood
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financially. Of course, a lot of times they would challenge us 
saying you are wasting money or you shouldn't be buying airplanes 
and things of that nature. But there was never a time when any 
union leader could say that he really wasn't aware or didn't have 
the ability to determine or find out from the company just what 
our financial situation was.

That's just a brief summary.
Jerry Barrett: OK. Very good, very good. Before 

deregulation were people in the company that aware that it was 
going to have the impact that if had? Or was that a surprise?

Dwain Andrews: You're talking I guess generally, 
the average employee?

Jerry Barrett: No, I meant management.
Dwain Andrews: Management.
Jerry Barrett: Yes.
Dwain Andrews: No, I think they were surprised it came-

it had the impact it did have. I know we tried to persuade the 
employees that things were going to change.
So in answer to your question - I think employees were and are 
still very surprised and shocked it has developed to the extent it 
has and if you get on down to the rank and file employees I'm sure 
they're really bewildered by the whole thing. Also, and this is 
all a matter of record, the union leadership kept publishing

bulletins and feeding information to employees that was contrary 
to facts and what management was saying.
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Jerry Barrett: You did refer to the fact that there were 
some concession type bargaining before deregulation?

Dwain Andrews: Yes.
Jerry Barrett: Why was that necessary?
Dwain Andrews: Well, financially we just weren't in a 

position-in as good as shape as Delta and some of our other 
competitors. I think Borman foresaw what was coming as far as 
deregulation was concerned and as you know that at that time, I'm 
talking about in 75-76,there was some
discussion by some of the politicians about deregulation. But I 
think primarily, the main thrust was to get us back on a even 
financial footing with Delta and some of the other airlines. We 
just didn't have the ability to pay what the other airlines were 
paying. Wages and benefits were going up at that time as I recall 
something like 10 percent a year. It was pretty wild.

Jerry Barrett: Actually, from the point of view a 
negotiator the period prior to concessions was easier to 
negotiating.

Dwain Andrews: Oh, sure, sure, sure. Of course, in this 
industry, prior to deregulation negotiations were very different 
as far as wages and benefits - whatever the first guy settled for 
set the pattern in the industry and generally that was the 
settlement for the others. In fact, the union, the IAM for 
example, back in those days wanted common expiration for all the 
contracts in the industry so that they could have better control 
over what the situation was. All of them expired at the same time 
and we tried industry bargaining. Something like they have in the
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steel industry or some of those places and it never did work. We 
formed what we call Air Conference which was comprised of the top 
Industrial Relations Executive of each airline. We tried to hold 
the line but as soon as one carrier, and all of us were guilty, 
could get a deal it would sign.

Dwain Andrews: And then of course the unions would come 
along and try to build on that and generally they would get a 
penny or two an hour or a little bit better benefit than the other 
guy. So generally, the first one in got out with the best deal 
for that round. So that never did work as far as an industry 
being able to stick together. By and large, negotiations at that 
time was try and protect your work rules and not get restricted 
work procedures. I think if you look at our mechanic contract 
back until, and I didn't negotiate the last one so I don't know 
where we stand now, but until I left labor relations I think we 
had the least restrictive contract from a work rule standpoint as 
anybody in the industry. So really what I'm saying is prior to 
deregulation negotiations was a pattern setting thing more so than 
it is now as far as wages and benefits. So the real negotiations 
was trying to protect your flanks on the work procedures.

Dwain Andrews: But now, of course, things have changed. 
Prior to deregulation if your labor rates went up you just ask for 
a fare increase and you passed it on to the flying public. But

now we're trying to and need to get back some of those wages and 
benefits that escalated back prior deregulation. With the new 
entrants coming into the industry they don't have for example, the 
size wages, the seven weeks vacations and all the extensive sick
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leave and pension plans that the old established carriers have. 
Something has got to give, either they've got to come down or the 
new entrants rates have got to come up or otherwise you just can't 
be competitive and you are out of business.

Jerry Barrett: The efforts at having some kind of 
coordinated bargaining order, industry wide bargaining. What 
years was that effort made?

Dwain Andrews: It was back uh in the mid-sixties.
You will recall President Johnson had implemented wage guidelines 
when we had the big airline strike of five or six airlines-struck 
by the machinists. He had the 3.2 guidelines and the machinists 
wouldn't buy it and shut down the industry and eventually busted 
those guidelines. That was the closest we ever got to having a 
coordinated effort in negotiations. I was part of the negotiating 
team at that time, all the airlines met jointly with all the 
unions and the airlines had a single spokesman and so did the 
unions. We had Attorney Bill Curtain who was the airlines' 
spokesman. The machinists' spokesman who has since died, was a 
fellow named Ramsey. That strike pretty well killed our effort at 
joint bargaining. We tried later on but it never did get going 
and so now Air Conference is primarily a information-statistical 
gathering unit which only has two or three full-time employees. 
They hold periodic meetings with airline representatives and 
exchange data and information.

Jerry Barrett: Basically, the union strategy was, at 
that time I take it, to uh find whichever carrier was in the 
weakest position --



Dwain Andrews: Yes.
Jerry Barrett: --and could sustain the strike very long

i
or labor problems very long and reach a deal with them.

Dwain Andrews: That's right and get the first deal with 
whoever they could and then go to United or somebody else and say 
now you give another nickle an hour. Of course, Delta all the 
time was sitting over there watching what was going on and they 
would keep their wages five percent or so above everybody else. I 
know if we gave an increase to our mechanics they'd be at least a 
nickle an hour above where we were. Of course now, with 
deregulation that's obviously catching up to them. They have got 
to figure out a way to get their wages down like everybody else.

Jerry Barrett: Is she Delta only the pilots are 
organized there.

Dwain Andrews: Only the pilots, and I believe 
dispatchers.

Jerry Barrett: I see. But their wage rates stayed up--
Dwain Andrews: Oh yes.
Jerry Barrett: —  in order to stay non-union?
Dwain Andrews: Sure if you go back and looked at the 

history you'd find that their wages and benefits were a little 
above the industry.

Dwain Andrews: A little above. Then they could say to
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the employees - well why do you need a union. Of course they have 
very flexible work rules and they'd make up that nickle an hour 
or whatever it may be through productivity.



-9-

Jerry Barrett: The various reporting arrangements for 
the labor relations function that you were involved in, can you 
talk a little bit about that? Your title changed over time as you 
increased responsibility but and you had also talked about that 
the fact that the pilots were always handled differently. What 
was the arrangement in the all other labor relations you were 
involved in? Like I understand now that they have Director of 
Human Resources. Were you under that, or what was your -

Dwain Andrews: Well, going back, well lets start from 
the beginning. I started out in the 50's handling grievances and 
I was what they called a Labor Relations Representative who at 
that time reported to a Director of Labor Relations and he in turn 
reported to a Vice President of Labor Relations which is 
comparable today to what Jack Johnson's job is as far as covering 
all of Human Resources.

Dwain Andrews: Then I moved on up into, the Title of 
Director of Labor Relations-Ground. At that time the function was 
split and we also had a Director of Labor Relations-Flight.

Dwain Andrews: I was the Director, Labor Relations - 
Ground and William Whatley was the Director of Labor Relations- 
Flight. We both reported to the Vice President of Labor Relations 
- Mr. John Mead.

Jerry Barrett: Who was that at that time?
Dwain Andrews: At that time and just previously we had a 

man named Jerry Jarrad who left Eastern about 1962. He moved over 
to American Airlines and then to Marriott. He became President of
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the Marriott Catering Division. Then replacing Jarrad was Ralph 
Skinner. By that time the department started splitting into labor 
relations and personnel. A Personnel Vice President and a Labor 
Relations Vice President. So when Skinner came along you had two 
Vice Presidents then. We had Vice President of Personnel who was 
a man named Frank Thompson who was with the company a short period 
of time. We had a Vice President of Labor Relations, who was John 
Mead. I worked for John Mead as Director of Labor Relations- 
Ground and Bill Whatley worked for him as Director of Labor 
Relations-Flight. Then we moved on, lets see now get my dates 
straightened out here, well around 1974-75 John Mead was getting 
ready to retire and Ralph Skinner was also retiring. Bill -Howard 
was then moved in from the legal department to replace Skinner as 
Senior Vice President of Industrial and Personnel Relations. Bill 
Howard is now the President and CEO of Piedmont Airlines.
By then the Company had developed into a pretty big company 
personnel wise. You had the Medical Department, you had the 
Training Department and you had Personnel in addition to Labor 
Relations. Personnel was run by then, when Thompson left, by 
Marv Amos who was promoted to Vice President of Personnel 
reporting to Howard and I was Director, of Industrial Relations 
for a year reporting to Howard and then became Vice President of 
Labor Relations still reporting to Bill Howard.

Under me at that time was the Director, of Labor Relations. At 
that time we decided we were going to put together all the Labor 
Relations like it should be and have Ground and Flight under the 
the Vice President of Labor Relations. However in reality as far
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as the the Director of Flight, it really didn't work. The pilots 
wouldn't accept the change and even the management resisted it.
The Flight Operations Vice President at the time and Bill Howard 
and I met and said why don't we do it like other companies? The 
Vice President Flight Operations didn't want to change it. So 
that kindly stayed over in Flight and A1 Gibson at that time was I 
guess just getting involved in the negotiations and they had a 
Director of Labor Relations Flight who was a pilot who was very 
frequently a former union representative. In many instances you 
would find the Director of Labor Relations Flight reporting to the 
Vice President of Flight. The Director of Labor Relations 
Flight was the man that negotiated for the union the previous time 
around. We had a number of them who were the union representative 
one time and the next time the company representative.

Dwain Andrews: Otto Schick was one, Brophy was one as I 
recall he changed hats two or three times. I'm sure Gibson has 
got all those to give you, but they just switched back and forth.

Jerry Barrett: They had it both ways really.
Dwain Andrews: Both ways. So and anyhow I had all the 

other. Then Howard and Meade left. So then I started reporting 
to Borman with all the Labor Relations function except the pilots.

Jerry Barrett: This is now in the 70's?
Dwain Andrews: This was 1976. Marv Amos had Personnel 

and he also reported to Borman. Then after a couple of years,
Amos became Senior Vice President and they reported me into Amos.
I neglected to mention for a brief period after Howard left I



-12-

reported to Fred Lind. After a brief period of time he moved over 
and became Vice President Maintenance.

Dwain Andrews: Then Amos had continued to run Personnel 
and I report to him. Amos never did get involved in labor 
directly that wasn't his bag.

Dwain Andrews: Really I reported to him but nothing much 
changed as far as my duties and responsibilities were concerned. 
Then sometime about that point they broke out what they call In- 
Flight, the Director Labor Relations In-Flight started reporting 
to the Vice President of In-Flight and they handled the day to day 
matters, grievances and problems of that nature. As far as 
negotiations were concerned, I continued to participate in Flight 
Attendant negotiations. And then of course-

Jerry Barrett: That later part I don't quite understand. 
You mean that whoever was representing the pilots for management 
also was taking care of the all of In-Flight?

Dwain Andrews: No, no, no. There were two departments 
Flight Operations and In-Flight. Flight Operations was the pilots 
and the Labor Relations man reported to the Vice President of 
Flight Operations.

Dwain Andrews: The Vice President of In-Flight which is 
another Department, another Division of the company, Winnie 
Gilbert is the Vice President. Then the Director Labor Relations 
In-Flight who previously reported to me moved over to work for her 
as Director of Labor Relations InFflight. Handling just the 
Flight Attendants. So you really had three separate groups 
handling the day to day matter and the pilots handling their day
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to day and negotiations, you had the in-Flight, Flight Attendants, 
handling their day to day arbitrations, their own department, but 
I helped them with the negotiations. And then you had the Ground, 
Labor Relations Ground, which had all the other labor relations. 
Including Mexico, and the Caribbean, which is a pretty big job as 
far as the number of labor contracts system wide. Nine I believe 
in the ground section. Eleven total contracts in the company 
counting the Flight Attendants and Pilots. The dispatchers, 
meteorologists, the Teletype operators, and so forth. In addition 
to those we had all the different contracts down in the Islands 
and Mexico.

Jerry Barrett: Those are separate contracts?
Dwain Andrews: Yes, we had those. The IAM grievance 

work load was very heavy. One of the biggest problems with the 
IAM, as I see it over the years with regard to handling 
grievances, they're too political as far as getting problems 
resolved. A lot of times you'd meet with the representatives and 
they would say "I agree with you but politically I just can't 
settle this case." Just let it stack up over here for a while 
and we would have maybe two or three hundred grievances that would 
stack up for a year or so. Then they often would go and withdraw 
them. When a union election was coming up you knew there was no 
point in trying to meet and resolve grievances. There is almost 
always some kind of a election going on to elect Stewards, 
Delegates, General Chairmen and so forth.
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Jerry Barrett: So it was pointless sometimes to even 
make the effort to resolve-

Dwain Andrews: Sure, and they'd be the first to tell you 
so privately but not openly of course.

Jerry Barrett: Has the leadership of the machinists
been like that typically? During the period you dealt with them?

Dwain Andrews: Yes. Some worse than others. Sometimes 
you'd have a strong guy that would come in and tell it like it 
was.

Jerry Barrett: Uh Bryan being last of the ones you dealt 
with for the machinists, how would you characterize his approach 
to both the day to day grievance and to negotiations?

Dwain Andrews: Lets go off the record, lets stop it.
Jerry Barrett: Maybe a good idea would be to try to uh 

talk from the uh those concessions just before deregulation and 
would you say 76? Maybe try to talk about that in a little more 
detail. You kind of gave me a quick outline of that.

Dwain Andrews: Ok, as in 75 we went to all the union 
groups and said we really need a year's pay freeze to get us on 
even footing, level ground with the rest of the industry. I don't 
think that we used the fact that deregulation was coming as an 
argument, of course, we didn't know at that time. Anyhow, we got 
the machinists to agree fairly quick on year wage freeze for 1976

and in return we gave them eight percent the following year. The 
Flight Attendants came around after some discussion. I believe 
the second or last to agree were the pilots. Then of course, in 
77, I mean after the 76 wage freeze, then we said that's not
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enough. With everybody getting an eight percent increase 
effective 1-1-77 we need another alternative. We negotiated 
contracts but part of the agreement included the 3.5 variable 
earnings program which was a five year program.

Jerry Barrett: That began in 76?
Dwain Andrews: No it was '77.
Jerry Barrett: Ok, 77. Yea.
Jerry Barrett: Ok. That variable earnings program,

where did that idea come from? Is that had that been tried in 
other industries or -

Dwain Andrews: No. It was Bill Howard's idea who I 
mentioned earlier, his title was Senior Vice President of 
Industrial Personnel Relations, and he is now the President of 
Piedmont. It was his idea. He wrote about three or four page 
memo, personal and confidential to Borman. I'm not sure his 
original proposal was 3 and 1/2 percent it may have been a 4 and 
1/2 percent as the general recommendation. The memo, they were 
painting Borman's office, and the unions got a copy of it.

Jerry Barrett: (Laughter) Is that right?
Dwain Andrews: Before if was ever approved or anything.

Anyhow that's how it all 
Howard's brain child.

came about. It was primarily Bill

Jerry Barrett: Was that a hard thing to sell to the
unions?

Dwain Andrews: Yes. It was difficult. Especially 
coming on the year after the wage freeze. The theory was that, we 
should earn at least two percent of revenues, that's not



-16-

unreasonable. Most companies make a heck of a lot more than that. 
But if we could get two percent of revenues then we'd share that 
with the employees a portion of the excess over 2 percent. The 
first year or two it did pay a return. The first year it paid 
back, I believe, these are all a matter of record, paid back some 
of it the next year was pretty good pay back and then of course it 
went down from then on. When that program ended in 72 that was 
part of the negotiations with the machinists and, of course, we 
couldn't afford to pay it back at that time. One of our proposals 
was to extend it and at that time Bryan, who had been elected on 
the campaign promise that he would do away with it.

Dwain Andrews: So we had that deal going and of course, 
when the July 82 five year period ended we continued to deduct 
under the provisions of labor act in accordance with the status 
quo provision. Then the negotiations become a real donnybrook over 
the 3 and 1/2 percent continuation as opposed to the rest of the 
contract. Bryan refused to negotiate until we got that solved and 
we finally negotiated the thing and resolved it on the basis we 
would continue the 3 and 1/2 percent but it would be a loan in 
affect. It continued from then on as as 3 and 1/2 percent and 
we'd pay it back beginning in 1987, I believe, 86 and 87, pay it 
back with interest.

Jerry Barrett: Um hm. Where did that idea come from, 
do you know? The idea of shipping it over to a loan?

Dwain Andrews: It was just one of those things that 
evolved out of the negotiations. When it became obvious that it
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was the only deal we could get. We couldn't afford to grant the 3 
and 1/2 percent increase and so it was just one of those things 
that evolved out of a couple of months negotiations.

Jerry Barrett: Was there an effort to ever to get the 
your three major contracts to expire at the same? The machinists 
were out of step with the other two as I get it and uh did you 
ever try to get them all expiring near each other?

Dwain Andrews: I don't think there was any great effort 
to do it. At one time, I guess, we talked about it. Would be 
nice if we could get them all coming up at once but I don't think 
we made any concerted effort in that regard

Jerry Barrett: The other contracts you referred to, you 
know, other than the big three: the pilots, the flight 
attendants, and the machinists. Over the years have those been 
relatively easy to negotiate?

Dwain Andrews: Yes. The IAM has most of them and so 
they would just sit back and they'd say wait what ever the big 
contract gets machinists and give us the same percentage increase. 
By and large they fell right in line. And the same thing we had 
one the TWU which was meteorologists and they'd wait until the 
flight attendant contract was resolved.

Jerry Barrett: Well, some of these innovative things 
that you did like the uh, the thing in the 1977. Was that also 
put into effect for uh the smaller contracts?

Dwain Andrews: Yea, yes. Same thing. Across, the
board.
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Jerry Barrett: Did uh did the arrival of Borman make 
much difference except with the pilots? You mentioned earlier 
that if he'd like others before him had gotten involved with the 
pilots negotiations -

Dwain Andrews: Yes, I think Frank's style. You know, 
he's a completely open man. Anybody can talk to him and he was no 
doubt the person that sold the 3.5. When we were trying to 
implement the 3.5, after the unions had agreed to it we had to go, 
and sell it to all employees. All the officers would go out, and 
met with the employees for about a two week period-met around the 
clock. Follow the employees. I remember one day I went through 
Charlotte three times. I had a meeting in Charlotte then go on 
the Greenville, then Greensboro and back and forth. Anyhow as 
part of that effort Frank was, of course, he was right in the 
thing with both feet and went out and met with employees and he 
was quite a salesman with the union groups. He met with MEC and 
he would call all the General Chairmen in. So he was very 
involved and the result of that his open style, I think the union 
leaders started getting more comfortable with calling him and 
getting involved with him. As time went on with these programs 
and more and more meetings we had and things like that I think it 
what Hall and Higginbottom had started as a quarterly meeting got 
expanded quite rapidly. I know it wasn't unusual at all when a 
union leader was upset with some thing for him to pick up the 
phone and call Frank and then Frank would call and say what's 
going on? But you know, if he understood your problem and you 
case he would support you. But it was difficult. You knew if you
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said no to the union that they were going to go to Frank. You had 
to be able to read that, you had to get to Frank and say hey look 
you're going to receive a call. I tried several times, to talk 
Frank into not talking to these guys but he felt obligated to talk 
to them. However, generally without exception, when a union 
leader would call him he'd call me first and say hey look I 
received a call from Jim Caten or Charlie Bryan any idea what's 
its about. Generally, I would know or I had already gotten to him 
and said you're going to get a call. But in answer to your 
question, yes I think as time went on there was more involvement 
with top management and the unions. I'm not sure, some of it I 
guess, was Frank's style, but some of it was the fact that we had 
opened up this pandora's box.

Jerry Barrett: You said earlier that —
Dwain Andrews: Yes. When we started the profit sharing 

he said look you put 3 and 1/2 percent of your wages into this 
thing you should be entitled to know what's going on, here's the 
books they're open to you. We had and I didn't mention this, 
officer's meetings, quarterly. We put together a slide 
presentation and the officers would go to three or four stations 
and meet with all employees around the system and lay out how 
we've done for the last quarter financially and where we think 
we're going, where the industry is and so forth.

Jerry Barrett: How early was that started?
Dwain Andrews: That was started back about I think right 

after the 3.5 effort to sell it with all the management - I think
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it was kind of a continuation from then. Jerry Barrett: And when 
you did that, would you be covering uh, uh, all the organized 
employees as well as then on organized?

Dwain Andrews:
meetings.

Yea. Generally you had mixed, mixed

Dwain Andrews: Agents, Ramp Service, mechanics. As
time went on some of the mechanics got to the point where they 
wouldn't attend. When we got into later years and the 3.5 wasn't 
giving a return, we didn't get a good attendance for the
meetings.

Jerry Barrett: 
the clock wasn't?

When you did that, that was always on

Dwain Andrews: Yes
Jerry Barrett: They were on the payroll at the time?
Dwain Andrews: Yes. (Interruption)
Jerry Barrett: Ok, we're back on. I was just going to

ask you whether all those efforts to keep the employees informed 
you know the meetings you described starting in 77, where the
officers of the company would go out and meet with groups of
employees and tell them what the financial situation was
basically, an effort to build some trust-

Dwain Andrews: Oh, sure.
Jerry Barrett: and to get them to uh, understand, the

employees to understand the management's problem with the business
end-
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Jerry Barrett: of the enterprise. Do you think they 
ever did understand? Or what's your feeling about that, is it the 
kind of thing where if you talking about cutting someone's 
situation from what they liked, they don't want to understand it 
anyway.

Dwain Andrews: I think, by and large, they understood the 
need for it but wouldn't admit it. Then you had, I mentioned 
earlier, particularly in the IAM. You had and I guess the flight 
attendants to some extent, but IAM particularly, you had when it 
wasn't paying back you had the union election and Bryan came in 
against a man named Cates and one of his campaign pledges was 
elect me and we'll do away with the 3.5. It's a give back program 
and that sort of thing. That got the employees to singing the 
same tune, you don't need it, you're wasting it, you're buying 
airplanes with it when you should be doing something else with it. 
You don't need the airplanes. So, I think they understood the 
need for it but got caught up in the situation and wouldn't admit 
it and wouldn't attend meetings.

Jerry Barrett: Um hm. It's easier to deny bad news.
Dwain Andrews: Yes.
Jerry Barrett: Uh, as we're talking about the sort of 

the chronology here we've gotten up to 81 or 82, can you, that's 
when you switched over from being guaranteed return profit to 
being seen as a loan. Can you carry the negotiations forward?

Dwain Andrews: Well, ok. In January, we worked out 
what, we changed the name from Variable Earnings Program - this

Dwain Andrews: Sure.
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was Bryan's idea, he wanted Investment Bonus Agreement. He wanted 
to make sure that there was a bonus on the investment. That was 
agreed to in 82 and we were able then to get into the regular 
negotiations or continue the negotiations of the basic contract.
We got down to the, when was it, the first part of 83 I guess, 
February-March, that period of time we were at a point to where 
we're trying to get the contract resolved and getting absolutely 
no where. We finally had got into a countdown and our local field 
management was saying boy you know if you could just get this 
thing to the employees for vote if they had it in front them 
they'd buy it. The wage freeze we were proposing - they want to 
get it over with because we've been negotiating since Fall of 81. 
The IAM constitution has or at least they have a by-law that 
specifies if you top the offer that you had out when they took the 
strike vote they must put it out for vote again. So we were over 
on the beach with mediators Harry Bickford and Bob Harris of 
the Mediation Board. We finally worked out an arrangement where 
we put an offer on the table just about two hours before the 
deadline that topped the rate at the end. So they had to go out 
and vote it and our management was saying if you get it out to 
vote they'll buy it. Of course, Bryan and all his lieutenants 
went out and campaigned rigorously against it. It went down 
overwhelmingly. Which obviously tells you that, and my whole 
experience with the machinists all the years, when they want a 
contract ratified they can get it ratified when they don't want it 
ratified its not going to be ratified. It is that simple. So 
anyhow, we had to go back into meeting again in Washington at
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that point. We were at a point of either settling or shutting the 
airline down, and of course, Frank said we only have twelve days 
of cash to continue the operation. So we settled it. A 
settlement we clearly knew we couldn't afford. That was in, March 
or April of 83. The big increase I believe, went into effect 
July, of course, by the end of the 83 we're at the point then of 
having to negotiate to get the rate reduced.

Dwain Andrews: So in December of 83 we agreed to stop 
the IBA agreement at the end of that year. In addition, the union 
took an 18 percent pay cut and in return it got a certain amount 
of stock.

Jerry Barrett: Board of Directors.
Dwain Andrews: Yes, seats on the Board of Directors.

Then of course from 83 lets see that was 83 yes end of 83 and the 
of course 84. I wasn't involved in the 84 negotiations. Part of 
the agreement then in 83 was the company wanted a permanent 
reduction of the 18 percent, and of course, the language in there 
got all fuzzy. The unions said we'll look at the end of the year, 
end of 84, and do what we have to do to make sure the company is a 
viable company. It never got done and whenthey negotiated the 
contract then it still continued this wage and benefit package 
higher than we could pay.

Jerry Barrett: The, uh, back there in 83 when the deal 
was made with the machinists, settlement was made with the 
machinists, as late as possible in the negotiations, was part of 
the problem there that the other unions thought that uh that the 
company caved into the machinists?
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employees cranked up and ready to go. There was no love between 
the machinists and all other employees, the pilots, flight 
attendants the flight attendants said they would honor the picket 
line, but all the other people were saying let us run this airline 
without them, we're fed up with them. They just haven't been 
giving their fair share, we work harder than the ramp guys and 
there was some ill feelings there. So then when we raised our 
offer it was a big let down for all the other company employees. 
Then when it was voted down, we said ok, we'll go back and 
negotiate again but we're just not going to give more. Of course, 
then employees hopes got built up again. They were anxious to 
show the IAM. We had them trained, they had their tools out, they 
were going to go. Then when we gave in again it really deflated 
their balloon.

Dwain Andrews: I think its been a problem ever since.
And there's some pretty hard feelings between the union and non
union groups out there right now.

Jerry Barrett: In between some of the union groups?
Dwain Andrews: Yes
Jerry Barrett: But the circumstances of the company in 

effect giving into the machinists was that their calculations were 
that you couldn't take a strike (garble) long enough.

Dwain Andrews: Frank said that we had twelve days cash 
and you know if its down twelve days and it's not solved we just 
can't come back. He felt Eastern was too big an operation to try 
to pull through a Chapter 11 and operate.

Dwain Andrews: Well yes. We had all the other
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Jerry Barrett: Particularly in the 80's uh there was 
some effort made at uh try to make the employees at least the 
unionized the employees more conscious of productivity and try to 
get improvements in productivity. Did that work at all?

Jerry Barrett: The efforts to get changes in the work 
rules and other improvements?

Dwain Andrews: By and large it didn't work that good. I 
think they got some improvements in the pilot contract but it was 
a temporary thing, you know, it was six months or a year and then 
it snapped back. Flight Attendants, no progress at all was made 
there. As far as the mechanics were concerned, if you look at 
their contract, at least up through 83, you didn't need any 
contract changes to get productivity. All you needed them to do 
was to just go to work and get on the ball and do something.
There 's a few little things like cross utilization where it would 
have been nice if you could have had a mechanic help unload a bag 
when he wasn't doing mechanical work or something. We never could 
get those types of changes in the contact. But you didn't have 
any need to change the contract for the most part. But of course, 
Bryan's philosophy was and still is, you know, pay us more we'll 
be happy and we'll work harder and we'll do more. But as best as 
I can see, the productivity concessions that he supposedly gave us 
in 84, I guess, which I wasn't involved in really was saying hey 
look all this work you're farming out if you'll bring it in we'll 
do it, do it without adding people. I guess a little of that 
happened, I guess some of it over in the print shop, but my 
general impression is that we didn't gain anything. In effect we
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may have even lost some ground to do it. Because I think, if you 
look at some of these other airlines that are right now doing 
pretty good are ones that don't do much work in-house, they farm 
it all out. People's Express don't do very much of their own 
work. You look at Piedmont I don't think they overhaul their own 
engines. Pretty big airline they farm it all out. Bryan's 
philosophy was bring all that work in, we'll do it with the same 
people but I don't think it's getting done. So, I don't think, 
the efforts to get productivity out of the machinists is, is in my 
general impression that not much of anything was gained.

Jerry Barrett: And what about with the Stewardesses?
Was there any uh improvements there?

Dwain Andrews: Well there, to get improvements out of 
the Stewardesses unlike the Machinists you had to have hard 
contract changes. We got very, very little, a little bit but not 
much as, far as contract rule changes. Of course now this last 
contract, which I'm not familiar with I don't know to what extent 
they got changes there.

Jerry Barrett: Uh, with the Flight Attendants, uh can 
you talk a little about their labor relations and uh in 
particularly the people you would negotiate there with, uh 
Callahan being the person now heading that group up. Who was 
before him?

Dwain Andrews: Well, back first time I got involved with 
the Flight Attendants to any extent. Well of course, if you go 
back far enough you had Harry Bickford, at one time was the 
President of that group back in uh the 50's.
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Jerry Barrett: He's a mediator now.
Dwain Andrews: Yes. But he left Eastern and he went 

down to the Caribbean and then he came back from there into the 
Mediation Board. The first one I got involved with was Bernie 
Dolan. Bernice Dolan, and she was in just for a short period of 
time. She agreed on the wage freeze and the 3.5. She really came 
along and supported these programs pretty convincingly and sold 
them to her members. But then right after then, she became 
disillusioned and really berated the company and just really 
turned on us completely. She was defeated and Callahan came 
along. He was in the negotiations, and did the negotiations in 
the, lets see, it would have been 80, the first one he was in.
He really was a welcome change at that time. He is a fairly well 
educated fellow and well spoken. Then we also had a man, Ernie 
Mitchell, who came in toward the end of the negotiations and we 
put that contract together in 80, I forgot now when it ended, but 
we started in 80. A few concessions were obtained by the 
company but not much. Then Callahan was defeated, and Pat Fink 
came in. She was very difficult to deal with and out of her 
element as a union negotiator. That was the year we had the 
problem with the machinists getting that solved. Then, of course, 
we had the threat of bankruptcy and we finally settled with her at 
the end of 83. At that time, we were able to get the settlement, 
because at that time we had already started a discussion with the 
machinists and the pilots and also the flight attendants on the 
urgent need for concessions. That's when Frank gave them the 
ultimatum - we're either going to settle this thing by X date or
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we're going to file bankruptcy. About that time, was when Bill 
Usery came on the scene. They put together an agreement to agree 
and meet and work out the problems if the company would call off 
the threat of bankruptcy. But before we could do that, we had to 
get an agreement with the Flight Attendants. So then we went into 
mediation in 83 around the first of November. We had mediators 
down here in Miami and we finally got that one put together 
through the help of the Mediation Board. When that was done we 
then went into the regular expedited negotiations with all the 
three union groups to try to get the concession. I wasn't, 
directly involved in those negotiations. Previously to that time 
in early 83 I had announced my intent to take early retirement and 
Jack Johnson came on the scene. That was in the later part of 83 
and he then picked up and I worked a little bit with him but by 
and large he carried the ball from then on.

Jerry Barrett: Then Callahan came back in after-
Dwain Andrews: Then Callahan was re-elected. He got 

back in shortly right after that.
Jerry Barrett: I see.
Dwain Andrews: Yes
Jerry Barrett: There had been a good bit of turn over

in their-
Dwain Andrews: Yes
Jerry Barrett: -their leadership. In the Fall of 83 

there was that study by I can't say the names of the consultants 
now that did a study/investigation what you want to call it 
evaluation of the finances of the company which was based on some
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in agreement of the unions basically that such a thing needed to 
be done.

Dwain Andrews: Yes, it was the well lets see, we had the 
what was it that New York firm.

Jerry Barrett: I want to say Fairer -
Dwain Andrews: Yes. Of course the union had their own 

independent consultants and finance groups Lockhart and Abright,
Jerry Barrett: Abrigth, yes.
Dwain Andrews: Yea. Laggard, Laggard was the Wall 

Street firm. The union also had their own group in and were 
talking to us. They were going through finance talking to them 
any time they wanted to. They were here continually, had offices 
and brought their own computers in and they had a man Randy Barber 
who was Bryan's so called expert. One of the unique things I 
forgot about, back in the 83 negotiations was Bryan, at that point 
he was saying, hey look the company doesn't have a financial 
problem. They are juggling the books. He was really denying we 
had a problem. I wrote him a letter once and proposed that since 
you say we don't have a financial problem, you pick any of the 
accounting professors, at any of these five schools, and I named 
them, Harvard, Wharton, etc.. I named five of them. You pick any 
one of those professors we'11 pay for them to come and look at our 
books and if they say that we don't have a problem, we will abide 
by what they say. Bryan would never would pick up on that.

Jerry Barrett: (Laughter) When was that like in 81 or
82?
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Dwain Andrews: No it was in 80 uh it might have been 83

or late 82.
Jerry Barrett: Urn hm.
Dwain Andrews: 82 or 83.
Jerry Barrett: When these other, this other Wall Street

firm came in that was really to get at that kind of problem.
Dwain Andrews: Yes.
Jerry Barrett: Who was telling the truth, and who wasn't

that the company had two sets of books or whatever.
Dwain Andrews: Bryan had to know we were telling the 

truth all along.
Dwain Andrews: He had a union official, a man named 

Marty Urra, the President of Local 702, going around having 
meetings and saying the company was hiding money through its 
bookkeeping. Through depreciation, and so forth.

Jerry Barrett: Do you think, in the long run that study 
did any good? Did it change anybody's mind that uh, or diffuse 
their ability to

Dwain Andrews: It gave them an out it diffused their 
ability to go out and make contradictory statements. I think 
everybody had to realize that we had problem, but at least it 
validated the unions reason for changing its position.

Jerry Barrett: There were some uh, efforts made through 
the 80 period, early 80's to uh do what usually called employee 
participation or quality of work life kinds of things.
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Jerry Barrett: Can you talk a little bit about that uh, 
where those ideas came from and ?

Dwain Andrews: Primarily about 80 we got the idea that 
maybe we should start quality circles in the machinists group.
We got some, of the programs that some company out in the mid-west 
had. At that time I called the union over to look at the thing 
and inform them we'd like to start the program. Bryan couldn't 
come and he sent two of his lieutenants, General Chairmen, one was 
Roy Anderson and the other I believe was Warren Baum, and they 
came over and they looked at the concept of quality circles. They 
had never heard of the concept and we said that we wanted to get 
it started and they said they didn't see any problem with it-it 
sounded good. So we got that kicked off and it was going pretty 
good and then in contract negotiations it broke down. Bryan at 
that point wrote a letter saying the IAM was not going to 
participate in quality circles anymore. That was the main, the 
first start and then we realized that we really went into the 
thing without laying the ground work at least as good as we should 
have. We then went to Boeing, somebody said that Boeing had all 
these programs going. We went to Boeing and talked to them and 
found out that they do indeed have a good quality circle 
program and Boeing actually sent a man to Eastern his name was 
Black. He spent six months or so with us explaining and helping 
get involved and get committees set up and so forth and helping 
union participation. By then we had, we got to the part of the 
negotiations in 83 where we were discussing the program. We

Dwain Andrews: Yes.
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work ed out a general type statement letter-we agreed that they 
would help in some of these programs to get started. So it did 
get off the ground at that time and we really went out and spent a 
lot of money trying to get it going. Those programs are best when 
they grow on their own initiative, I think and start from the 
ground up. I think we tried to force the program upon the 
employees a little too much. I recall back then, every time you'd 
have an argument with the machinists or someone they'd kindly hold 
the involvement hostage, say you know we're going to quit 
participating. My impression is that, it kindly started dying 
down a little the last part of last year. Although they're still 
going through the motions, I don't think it really ever caught on, 
I don't think it really was, it wasn't a grass roots program the 
way it should have to really be effective.

Dwain Andrews: It was too mandated, " you will have 
employee involvement."

Jerry Barrett: Ok, yes. It came on from on high.

Jerry Barrett: Was people like Borman in favor of that 
kind of thing? Did that fit with their style of managing?

Dwain Andrews: He was very much behind it, and made a 
lot of speeches and was very instrumental in getting the Boeing 
people here. Although, and I'm not sure I can answer the

question, I guess I'd have to say he hoped it would work and would 
like to have it and endorse it because at one point he, you know, 
he was willing, to try anything within reason, anyway to get 
Eastern's problem solved. He wanted to get it done, but I don't
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think the people really believed that he really was behind it.
I don't think that they really believed that it was his style of 
management.

Dwain Andrews: No matter how much he got up, and said 
I'm behind this I want it, I don't think the average employee 
believed it. I think he really truly wanted it to work and he 
hoped it would be a vehicle to get company going the way it should 
be.

Jerry Barrett: Of course, a lot of employees wouldn't 
have the advantage you had of seeing how he actually operated.

Dwain Andrews: That's true.
Jerry Barrett: What his management style was. It's kind 

of hard for an employee down on a ramp to know what Borman's style 
is, but it just strikes me that uh that as open a person as he is 
he would be willing to hear from an employee about on a quality 
circle about how to improve the way work is done. Is that true 
today?

Dwain Andrews: He was always willing to listen and want
to know how its done but in the final analysis, it's clear Borman 
is the man running the show.

Dwain Andrews: Its written all over him. He's a take 
charge type of guy.

Jerry Barrett: Oh, ok. The, were the quality circles 
attempted anyplace else among other employees besides the 
machinists? The mechanics?



-34-

Dwain Andrews: Oh yes, it was through the whole

company.
Jerry Barrett: It was?
Dwain Andrews: Yes
Jerry Barrett: So you had it with non-contract 

employees and flight attendants?
Dwain Andrews: Yes, trying to get it started, yes.
Jerry Barrett: Did it work one place better than

another?
Dwain Andrews: Yes, if, I really believe you know, we 

talked earlier about productivity with mechanic group out there, 
there is no doubt that you go through those shops over there and 
those mechanics just don't look as productive and they aren't 
productive as they could be. It would take a blind man not to 
see it. I think there was more fertile ground there just because 
of the fact that they were not as productive as could have been 
and also just the nature of their job in the mechanic end of the 
business. There is not as much opportunity elsewhere - take a 
ticket counter agent how many cost saving ideas can he come up 
with? I'm sure there is some but not to the extent. It's not 
like it would be if it were mechanics down there working on 
million dollar engines where there is always new technology coming 
along and that sort of thing. Better ways to do the job. There

was obviously more opportunity there than any other group.
Jerry Barrett: There is a fellow named uh, a fellow's 

name has come up before uh Bob Hunt or Hunter
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Jerry Barrett: Was he involved in the uh quality circle 
stuff? Or do you associate him with that?

Dwain Andrews: No, not to any great extent, you know he 
wasn't with the company all that long, a couple of years or so 
But he was mostly in communications, published the falcon and I'm 
sure he did part of the communicating of the program but I don't 
think that he was overly involved.

Jerry Barrett: The uh, when a contract was out for 
ratification particularly since well since 77 when there was 
efforts at concessionary bargaining, uh can you talk a little bit 
about the problem with the company getting it's own message across 
to employees? With employees spread around so many places around 
the country. Did that make it particularly difficult to get the 
word out?

Dwain Andrews: Oh yes, oh sure. That's why I said we 
tried to have these officers meetings and you'd go around to all 
the stations but there you have three shift operations you have 
days off and things like that. If you got 30 percent of the 
employees to hear your message it was generally a lot. At smaller 
stations, a lot of the small stations you'd get better 
participation than you would at the bigger stations. You get 
people coming in on their days off or vacation or something like 
that to listen to you but when you go to Atlanta or Miami where 
you have all this captive audience you wouldn't always get that 
many people coming in. So it was difficult in the sense that 
we're spread around but the real problem I think was that the

Dwain Andrews: Yes.
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toward the latter part of the program the employees just didn't 
want to come in to listen to it. I remember I was once over in 
Tampa, a lot of them wanted to hear but they wouldn't come, they 
wanted to know what the message was but they, some of them were 
being intimidated by the IAM not to come I'm sure. I was over in 
Tampa once, giving one of the presentations and it was down in 
mechanic maintenance area underneath the terminal we had this 
room-it was a meeting room and on the other side was the mechanics 
break room and a coffee room and it had a folding door which they 
could pull back and forth to divide it when they had a meeting.
So I'd give presentations in the meeting room the mechanics 
wouldn't come in and listed to them. But I know, you could hear 
them they'd come in and they'd sit on the other side by the coffee 
beyond the door where they could hear what was going on but they 
wouldn't come in and look at the slides. They really wanted to 
but that happens to be a very strong union station as far as the 
union leadership over there and they just wouldn't let them come 
in.

Jerry Barrett: They didn't want to appear there but they 
did want to hear what was going on.

Dwain Andrews: Yes.
Jerry Barrett: That's interesting. Uh, you had a lot 

less to do with the pilots, can you talk a little bit about that 

organization? Sort of in contrast with the other two that you 
talked a little bit about, the machinists and the flight 
attendants.
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Dwain Andrews: Well the pilots, of course they have the 
MEC which is their governing body, which generally over the years 
has been able to deal with the company and not have the problems 
as far as getting contracts ratified. When they agree to 
something they generally get it delivered. In fact, until just 
recently they were the group that if the negotiating committee 
took the contract back to the MEC, which was consisted of you know 
20-30 people, generally it was a representative of the captains, 
first officers, second officers, from each of the stations, each 
of the bases, so if we got five bases that would be like 18-20 
people. But if they agreed to the contract that's all the 
ratification it took. It didn't require membership ratification. 
The problem I seen with that organization lot a times is you get a 
MEC chairman that worked good with you and I believe that's just a 
two year term, they turn over they never have one that stays in 
any length of time. If you go back and look at their contract, 
they did alright for themselves and for their members. They are 
obviously more professional group to deal with as far as getting 
things resolved than some of the other groups are.

Jerry Barrett: Because of the length of time you were 
with Eastern, you can sort of span the period from using the book 
title "The Captain" -

Dwain Andrews: Oh yes, oh yes.
Jerry Barrett: What was it like under the early period 

when you here as far as the top management concern? I expect that 
the corporation itself was smaller-
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Dwain Andrews: Oh yes, much smaller, and well of course 
you know, I was younger then and further down in the organization 
but Rickenbacker was a man that really commanded everybody's 
respect from the cleaner right on up and he really he was viewed 
as a real conservative type individual. When he said save a penny 
everybody knew he meant it.

Dwain Andrews: He would save a penny. But I remember I 
used to, when I first started in the Personnel Department, I was 
in the Wage and Salary Section, we used to have I think about 300 
management people on the merit increase roster. We would get a 
printout of all those 300 people and the department head would go 
by and put opposite their name how much of a merit raise they 
wanted them to have, $15.00, $25.00, $30.00. $30.00 was probably
about tops. Rickenbacker would personally go through each one of 
those himself, and look at it after it all went in and he would 
a lot of times change it and add another 5 or take another 5 off 
and put it somewhere else. He would then put EVR by it. But he 
was, very involved and this is I am talking about 1954-55 in that 
period of time.

Jerry Barrett: So you got into that much detail, in 
terms of the pay increases for individual employees?

Dwain Andrews: Oh, yes, yes. He was involved in and he 
knew what was going on in the company. He used to have these, 

annual meetings, I mean, twice annual, twice a year meetings.
He would have, what you call, the Junior Board and the Field 
Board. And he'd bring all the, all the management people, anybody 
in management, over to Miami Beach. He'd go on for like two
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weeks. Everyone would have to get up and give a report on what he 
had done for the last six months. That took about two weeks to go 
through. Then he'd have the Field Board, which would meet, right 
after the Junior Board. The Field Board then would be the 
department heads and the station manager at each station and 
Department. They'd do the same thing, each management employee 
would have to get up and report how many passengers he boarded and 
so forth, any problems or recommendations, etc. He'd chew them 
out right in the middle of the meeting for sometimes 10 or 15 
minutes. But it was interesting.

Jerry Barrett: Did, the, some of the advertisement for 
Eastern, refers to the Eastern Family. Is there a sense of 
family in Eastern?

Dwain Andrews: I don't think there is now. I think 
there was back then. Of course, I'm not sure what the reason is. 
The fact that we're so much bigger now has a bearing. Obviously, 
as a smaller company you know most everyone and have more family 
spirit. I guess the closest that I saw a real family spirit in 
recent years, was in 83. When it looked like we were going to 
have a machinists strike but all the other employees said let them 
go we'll run this without them. I think that's the closest I've 
seen it in recent years.

Jerry Barrett: It's almost as if, at that point the 
machinists, the mechanics were not acting as if they were part of 
the family. They weren't helping out in a sense -
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Jerry Barrett: So the rest of the employees were saying
ok, -

Dwain Andrews: Right

Dwain Andrews: Yes
Jerry Barrett: We'll replace them. And so the family 

pulled together in a sense in the face of that kind of crisis.
Dwain Andrews: Yes. I imagine that there is some of 

that going on now. I'm not that close to it now.
Jerry Barrett: Urn. Somebody over the past day or so 

made the point to me that uh, salaries for officers of the 
company, particularly, are relatively lower than you'd find in 
corporations that have this volume of business.

Dwain Andrews: Urn hm.
Jerry Barrett: Is that generally?
Dwain Andrews: Yes, I think they're obviously lower than 

what others have been. Of course, you know ever since in recent 
years, you know, we've had all these wage programs and the general 
feeling, and rightly so is that the officers should lead the way. 
You can't ask the employees to take pay cuts if the officers are 
getting bonuses and stuff like that.

Jerry Barrett: Um hm.
Dwain Andrews: I think, they are paid a lot lower than 

than the others and I think there's a general feeling that they 
are. But you know, some have left and some haven't. No one is
forcing them to stay
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Jerry Barrett: Um hm. Do you look over the 30 some 
years you spent with uh, Eastern, do you ever think you should 
have uh, gotten into a different business?

Dwain Andrews: A lot of time during the progress of the 
thing, I'd ask myself, what are you doing in this business.

Dwain Andrews: But by in large, now that it's over with 
I'm glad that I stayed with it and did what I did but I wouldn't 
want to go through it all again. I think I was, I think I was 
with the airline and the industry during what you would call the 
glamour days as far as the airline industry is concerned. But 
now, its changed rapidly and its not something I would encourage a 
son of mine to go out and start a career in right now.

Jerry Barrett: Um hm. Prior to deregulation, was a lot 
more glamourous period?

Dwain Andrews: Yes
Jerry Barrett: You say.
Dwain Andrews: But now, you know, I don't know if you'd 

seen the news last night, CBS I guess, is running this series on 
air transportation, they compared airline terminals to bus 
terminals, now with the cheap fares and everybody's going through 
and the crowds and the problems. It really is. It's not like it 
used to be at on time a lot of people thought gee the price of an 
airline ticket is out of my reach. But now everybody's flying.

Jerry Barrett: Yea
Jerry Barrett: That has changed rather significantly.

So the level of service also has declined with the uh, with 
falling rates?
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Jerry Barrett: The uh, One other thing I'd like, if you 
could comment on, uh. From the point of view of a Labor Relations 
person over a long span of time, has that job changed in the sense 
of uh, you needing to be concerned about a lot of things that you 
didn't have to be before? Uh, in other words, the uh, what 
business people refer to as the bottom line, was less of a 
concern to you earlier?

Dwain Andrews: Oh, sure. Its much more difficult, its 
got much more difficult in the last 10 years that I was in than it 
was before. You (interruption)

Jerry Barrett: Ok we're back on. You were just talking 
about uh, the changes in labor relations over the years.

Dwain Andrews: Oh yes. Previously when the unions would 
say we want an increase for example, in the wages and benefits, 
lets take the example in retirement, we want greater pensions. We 
would argue, no you can't have it and the reason. They would say 
well how much are our pensions costing and we would say, that's 
none of your business. We'll pay you what we have the ability to 
pay. No more, no less. Then we would argue comparisons what 
you're getting compared to the other people in the same job at 
other airlines not what we can afford or can't afford. Of course, 
now, you open the books and you must be able then to justify your 
position for a different reason. The union now say ok our 
pensions are this much, the pilots over here represent only, only 
5,000 employees we're 12,000 they are getting three times the 
pension money we're getting. Then you'd get into having to

Dwain Andrews: Yes.
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just i fy the difference and arguing those things as opposed to 
saying hey look your pension is as good as the mechanic over at 
TWA, or somewhere else or is much better than Greyhound bus 
mechanics. So sure, it opened up a whole new area when 
you're having to defend different things like that. Also 
especially with these, participation programs where there is 
profit sharing involved. Every time you buy a tractor, an 
airplane, or something like that then it's the whole big argument, 
why do you need that, you know, and other airlines aren't buying 
all these new airplanes, or these new tractors. Or you want to 
carpet the room - there goes our profit sharing. So it's all 
together different and more difficult.

Jerry Barrett: I would imagine, in a way, uh, if 
somebody told you back in 1975 that the bankers would be sort of 
sitting on the doorstep of the negotiations, uh, telling you what 
you could or couldn't do, uh that would surprise you?

Dwain Andrews: Oh yes, yes. That's another whole, whole 
new ball game with them involved in the thing. That opens up 
another area, where of course, the union saying the bankers 
shouldn't be telling us what to do. Let them give a little bit 
instead of us and so forth.

Jerry Barrett: Do you think it made much difference 
putting uh, employee representatives on the Board of Directors?

Dwain Andrews: No, I don't think it helped a thing. In 
fact, I think it hurt the employee representatives politically, 
obviously, they can't accomplish anything or very much on the 
Board of Directors. I think for their own good, they'd been
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better off if they'd stayed off the Board. I think it served the 
detriment of everybody. I wouldn't recommend that any company put 
them on their Board.

Jerry Barrett: They were probably getting as much 
information, from the sound of it, about the way the corporation 
was running and the finances of it before they were on the Board 
of Directors -

Dwain Andrews: I would think so. Yes. They were 
getting all the information they need. Not only all they needed, 
but everything it could have wanted.

Jerry Barrett: Um hm. The, uh, I'm sure I missed a lot 
of things. Are there any other things that you think we ought to

Dwain Andrews: I can't. Well, I don't know you could 
sit down, you know, in fact, I'm sure I could sit down and go 
through if I had known a little more of what you wanted, and I had 
a week or so to go through some files I'm sure I could come with 
examples and information and that could go on for weeks.

Dwain Andrews: I can't think of anything else. Now,
I'll tell you there's some interesting, I'm sure they should to be 
there, some files, bulletin files, union bulletins. We kept those 
all the way back to year one.

Jerry Barrett: Bulletins that union put out to its own
members?

Dwain Andrews: Yes. About the different things I talked
about. Their position on the variable earnings program and things 
of that nature.
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Jerry Barrett: Are there any other people that you think 
I should talk to?

Dwain Andrews: No. Let's see here, this. I can't 
think of anybody right now that's been around here that, you know, 
goes back in those days. There's a man that goes back further 
than I do, is a man named Glenn Harlan. He was a lawyer for the, 
company's law firm for years. From the very beginning, back in 
39-41. Then he moved over to Eastern. He was our Chief Legal 
Vice President for a number of years and was on our Board of 
Directors. He retired back 10 years or so ago but he's still 
around. He's got a good memory if you want to go back to that 
era.

Jerry Barrett: His name is Glenn Harlan?
Dwain Andrews: Yes, Harlan. But he's about the only one 

I can think of that goes back that's still around. That goes 
back to those days.

Jerry Barrett: Well, I am going to do further 
interviews and in many cases I'm going to do maybe two sessions 
with the same person.

Dwain Andrews: I see.
Jerry Barrett: To give em, a little time to think after 

the first one.
Dwain Andrews: Good idea.
Jerry Barrett: So maybe we could do the same thing.

I will be getting this transcribed. And I want to get a copy of 
it to you, so you can kind of look it over. There may be
additional things that you want to talk about then.
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Dwain Andrews: 
union leaders?

Ok. Are you going to interview any of

Jerry Barrett: Yes. They're sort of at the end of the
list, I want to interview inside the corporation first.

Jerry Barrett: Well with that I'll thank you for your time 
and for your willingness to share your experience with Eastern 
Airlines with me.

Dwain Andrews: Glad to have done it. Thank you.
Jerry Barrett: Ok, thank you.
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