


























The past year has tested our expertise and resolve at the FAA to 

fulfill our mission to serve and support the nation’s aerospace 

industry. I commend our leadership and employee workforce 

for the tremendous work accomplished throughout this COVID-

19 public health emergency.  

As leaders across the FAA, we have learned many important 

lessons through this pandemic. Near the top of the list is the 

need to fully support, understand, and empathize with a work-

force stretched and stressed through months of uncertainty. 

How we understand and provide this support is being trans-

formed as we speak. By identifying gaps and opportunities for 

improvement across the enterprise, we’re learning how to 

equip our employees to better excel at work while staying moti-

vated, nimble, and responsive to new processes and technical 

challenges. Within AHR, helping to ensure our teams’ ability to 

quickly pivot to a maximized telework environment, shift to 

online and digital platforms, and creatively carry on FAA-wide 

hiring, training, policy-making, and other mission-critical pro-

grams remotely has caused us all to grow as leaders.   

Along with our leadership team, I’ve personally gained deeper 

insights into the best tools, services, and policies needed to 

empower the FAA’s executives and our diverse workforce. I see 

even greater opportunities to grow and refine a range of pro-

fessional support services to help employees strike a healthy 

work-life balance. While pandemic-related challenges will con-

tinue to test and prove our mettle, I believe the past year has 

taught us invaluable lessons moving forward. It gives me great 

hope for the FAA's future and its critical role in serving this na-

tion. 

Childhood years 
 
To share a bit of my leadership journey and how I came to serve 
at the FAA, I’ll start from the beginning. I’m a native of Liberty 
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County, a small community near Savannah, Georgia. I attended 
schools in both Georgia and Pennsylvania and came from a very 
strong matriarchal family, where I was greatly influenced by my 
great-grandmother, grandmother, and mother. In this environ-
ment, I was able to see the strength and fortitude of women 
active in roles in the household, community, or the work envi-
ronment. I attended an all-girls high school, and I developed an 
early appreciation that girls could excel in leadership roles and 
were much more flexible and adaptable to change than many 
boys I knew at that time. 
 
My mother, Captain Electa Andrews, is a retired law enforce-
ment officer and is my heroine and confidante. She taught me 
the value of service and how important it is to help others and to 
recognize their value. She said that a life truly worthwhile is one 
in service to others. She is the strongest, most selfless, compas-
sionate person, I know. 
 
She also taught me the value of hard work, self-discipline, and 
honesty. She taught me that negative thoughts were a waste of 
time and always told me that no matter how hard the road, we 
should face challenges head-on and then put the results behind 
us. It didn’t matter what confronted us, we should always focus 
on the positive, persevere, and never avoid tough situations or 
challenges because of apprehension or fear. My mother worked 
tirelessly to make sure my sister and I had what we needed to 
prepare for our future. 
 
My sister, Deborah Andrews-Dawson, is another strong, caring 
woman in my life. She is a registered nurse in the healthcare pro-
fession in Southeast Georgia, providing hospice care for the ter-
minally ill. She continues to be a pillar of the community, volun-
teering her services and always putting others before herself. 
She is always encouraging me and providing solid advice.  
Earlier years of service 
 
I joined the military through the Reserve Officers' Training Corps 
program at Savannah State University. I liked the regimented, 
disciplined environment; it just felt like home to me. I proudly 
served for 32 years in the United States Navy, rising from the 
rank of Ensign to Rear Admiral, becoming only the third African-
American female Admiral in the Navy's 245-year history. As a 
human resources officer, I served primarily in the areas of man-
power, personnel, training, education, and recruiting. 
Career highlights for me included the privilege of commanding 
the Navy’s only basic training facility, the Recruit Training Com-
mand in Great Lakes, Illinois, where I oversaw the training efforts 
of over 100,000 sailors for assignments worldwide. I completed 
my career as the Commanding Officer of Navy Recruiting Com-
mand, recruiting over 62,000 young men and women and com-
missioning over 4,000 officers into service to our Navy and the 
nation. 
 
There wasn't a great deal of female leadership or presence 
around me when I began my career. The culture had been male-
dominated for a long time. But I learned even then that it wasn't 
about someone's gender; it was about people seeing and believ-
ing what you can achieve if you were confident and capable in 

your job.  
 
As I progressed in my Navy career, one of my mentors was Admi-
ral Michelle Howard, who in 2014 became the first woman in the 
U.S. Navy to be promoted to four-star Admiral. She also had the 
distinction of becoming the first female graduate of the U.S. Na-
val Academy promoted to flag officer. She was also the first Afri-
can American woman to achieve two-star admiral rank and the 
first African American woman to command a U.S. naval warship 
(the USS Rushmore). She is a great leader and continues to be a 
role model and teacher for me and women everywhere.  
 
As you can see, my 32-year journey in the Navy broadened my 
horizons tremendously and allowed me to meet some incredibly 
inspirational people who taught me how to lead and overcome 
challenges.  
 
 
I have overcome my fair share of challenges through the years, 
but I prefer not to dwell on them. Frederick Douglas once said, 
“If there is no struggle, there is no progress.” We all face obsta-
cles in life that must be overcome. When we do, I believe it’s 
best to learn from them, put them behind us, and remain posi-
tive. These experiences make us stronger and even more deter-
mined to succeed. 
 
 
Current career efforts and milestones 
 
I have been with AHR for more than five years now, and in that 
time, I have adopted some key leadership principles and traits 
that I believe have helped me be a successful leader. These in-
clude Being Approachable, Having Courage, Having Integrity, 
Having a Vision, Being Self-Aware, and always Collaborating.  
  
I think leaders should be approachable and able to foster profes-
sional relationships with people who are very different from our-
selves. Those differences can be biological, physical, functional, 
political, cultural, and socio-economic.  
 
Despite our differences, we should be able to come together in 
order to connect, build trust, and achieve our shared goals. We 
all have our differences of opinions and beliefs, yet even if we 
disagree with one another, we must still treat one another with 
dignity and respect. My experience has taught me that you can 
usually find common ground. Here at the FAA, our common 
ground of working toward keeping the National Airspace System 
(the NAS) safe is what makes us successful. As leaders, being 
approachable allows us to listen and learn from others.  
 
Courage is another important trait. We must be courageous 
enough to take risks, and act decisively. Rosa Parks said, “I have 
learned over the years that when one’s mind is made up, this 
diminishes fear; knowing what must be done does away with 
fear.” Great leaders dare to be different. They don’t just talk 
about risk-taking, they actually do it. I also believe we must al-
ways at least try to use the platform we are given to confront 



important issues that need to be addressed. Anyone who has 
attempted that knows it takes courage. 
 
Another essential leadership characteristic is integrity, or simply 
doing the right thing even when no one is watching. It is the mor-
al fiber of who we are and is the one thing I believe no one can 
ever take away from us. A good leader exhibits integrity by exer-
cising fairness, honesty, and compassion that comes from within. 
It’s a quality that builds trust and respect because if others see 
us serving with dignity and being fair, they will follow. Everything 
in life, including our freedom, can be taken away from us, but 
not our integrity, our character, or our self-respect. 
 
Leaders must also be able to define and share their vision -- or 
knowing where you are, where you want to go, and how to get 
there. Rita Dove, the first African-American poet laureate of the 
U.S., said, “You have to imagine it possible before you can see 
something.” But even having a strong vision sometimes means 
adjusting with alternatives to our original plans. So seek your 
vision, have a goal, but make sure you have a good backup plan.  
 
Being self-aware of who you are, knowing your strengths, and 
addressing your weaknesses are also crucial leadership traits. Be 
confident in the things you can do well, and consider the areas 
where you know you can improve. The best leaders admit and 
learn from their mistakes and aren't afraid of being corrected. 
Because of my upbringing, I was self-aware from a young age 
that service and helping others is important. Today, many years 
later, that early awareness has led me to live a life of service and 
helping others. It is part of my life’s blueprint, and I hope one day 
it will describe my legacy.   
 
As for the importance of collaboration, it was Ruth Bader Gins-
burg who said, “Fight for the things that you care about, but do it 
in a way that will lead others to join you.” It’s difficult to lead a 
team to a common goal unless every team member is engaged 
and feels represented. For this reason, great leaders must collab-
orate.  
 
I believe every voice on the team is important. Listening to oth-
ers and welcoming their suggestions makes people feel trusted, 
valued, and supported. Empower them to speak up and take 
risks. Encourage open and honest discussion and focus on effec-
tive conflict resolution. Being in human resources at the FAA, I 
truly believe everyone matters, and it’s important that everyone 
has equitable access to opportunities to grow and excel.  
 
I am proud of the leadership roles I have had in my life. I’ve had 
success, but I’ve had a lot of help along the way. From the strong 
women who raised me and taught me discipline and generosity, 
to the many I served with during my 32 years in the U.S. Navy 
and my five years here at the FAA, these leaders made me a 
better person and taught me to never let trial or hardship define 
or deter me.  
 
More importantly, they taught me to do whatever it takes – at 
work and in my life – to treat people equally, fairly, and with 
kindness and compassion.  

 
Advice to FAA employees 
 
I believe if you work hard to develop these attributes, no one will 
ever be able to take them from you. Learn self-discipline and 
how to appropriately relate to and interact with others. Learn to 
be a responsible person in all matters that come before you. 
Learn the value of hard work, learn to set goals, and put yourself 
on a track for success in everything you do. 
 
To women, I would say this: All people want to be given a 
chance, an opportunity to excel. Seek new opportunities and 
always do your best. Of course, we'd like to see more women in 
underrepresented fields across the agency, and across America, 
and efforts like the FAA's Science, Technology, Engineering, and 
Math Aviation and Space Education (STEM/AVSED) program are 
great ways to encourage this. Getting involved with organizations 
like Women in Aviation is also a great avenue for exploring new 
opportunities and maximizing your potential in the aerospace 
industry. So get a good education, seek a mentor and surround 
yourself with positive influences. 
 
Hopefully, someday we can get to the point where we value a 
person’s contribution regardless of gender. We’ve made many 
improvements in these areas, and I’m sure there are many yet to 
come. 
 

Words to Remember 
 
I would like to leave you with two quotes that have inspired me 
through my life. The first is from St. Francis of Assisi in the 13 
century: “Remember that when we leave this earth, we can take 
nothing with us that we have received—only what we have giv-
en: a full heart enriched by honest service, love, sacrifice and 
courage.” 
 
Finally, in a memorable speech in the 1960s, the Reverend Doc-
tor Martin Luther King Jr. advised young students that, no matter 
what trials or obstacles they faced, to: “keep moving, keep going. 
If you can’t fly, run. If you can’t run, walk. If you can’t walk, 
crawl, but by all means, keep moving.”  
 
We are all confronted with trials, challenges and changes, but 
whatever we do, let’s remember to keep moving forward, refus-
ing to quit. Whatever your goal, just keep moving forward. To 
me, that is the true heart of leadership. 
 

https://my.faa.gov/tools_resources/training_learning/stem-avsed.html
https://www.wai.org/


As a federal employee, you know that any mistake can lead to 

serious consequences. Even baseless accusations can put your 

career and your finances at risk. But there is a solution. Federal 

Employee Professional Liability Insurance (FEPLI) provides the 

insurance protection you need. Here are five things to know 

about the coverage.  

1. Your policy will include key coverages for federal workers. 

Federal employees are subject to certain risks, and FEPLI cover-

age can provide protections for these risks.  

Different plans are available to meet the unique level of risk 

that comes with different positions. Depending on the plan 

option you select, your FEPLI policy can provide coverage for 

the following: 

 Disciplinary actions or investigations 

 Allegations of negligence 

 Failure to perform professional duties 

 Defense against administrative proceedings to revoke a 

security clearance   

 Baseless accusations of discrimination, harassment or re-

taliation  

 Liability arising out of acts, errors or omissions under the 

Law Enforcement Officers Safety Act 

2. Claims can happen to anyone.  

To err is human. No matter how careful you are, you can’t guar-

antee that you won’t make a mistake. You forget something, 

you misjudge something, and that’s it – you’re facing an investi-

gation.  

And even if you don’t do anything wrong, accusations are still 

possible. An action you believe is reasonable may result in a 

claim of harassment or discrimination. In some cases, false ac-

cusations may be made by disgruntled workers as a form of 

revenge. You may know that you’re not responsible, but prov-

ing it is a different matter.  

3. Your employer might not defend you. 

As a diligent federal employee, you may assume that your fed-

eral agency will have your back if anything happens. Don’t be 

so sure. Liability issues can get complicated, and your agency 

may decide to terminate or otherwise discipline you if anything 

goes wrong.  

This is true even if you’re part of a union. Although your union 

has a duty to protect the rights of its members, this does not 

guarantee that the union will give you the representation you 

desire during a dispute.  

4. Your insurer can organize your defense.  

If someone filed a baseless discrimination claim against you, 

would you know how to proceed on your own? Many people 

wouldn’t even know where to start.  

FEPLI provides more than a payout if you’re sued. After a cov-

ered complaint is filed against you, Starr Wright USA will assist 

you in accessing the legal resources to plan your defense. This 

will help you avoid negative outcomes and protect your career. 

FEPLI obtained through Starr Wright USA also assists with legal 

defense costs for covered claims. 

5. You may be reimbursed for your premiums. 

FEPLI coverage provides a good value. Depending on the policy 

you select, a FEPLI policy can cost under $300 a year - an aver-

age of only about $1 per day.  

Even better, qualified federal employees are eligible for reim-

bursement of up to 50 percent (or up to $150) of their Starr 

Wright USA FEPLI premium. Talk to your HR department to see 

if you qualify for reimbursement.  

And if you’re on the fence about whether you need FEPLI cov-

erage, think about this – the federal government considers cov-

erage important enough to provide reimbursement for quali-

fied employees. Shouldn’t it be important to you as well?   

 

As a Bronze Sponsor of PWC, Starr Wright USA offers all mem-

bers 10% off the regular cost of FEPLI! 

Get coverage today 

 

 
Article authored by and containing the opinions of Starr Wright USA. This article 
is offered solely for informational purposes. Starr Wright USA is a marketing 
name for Starr Wright Insurance Agency, Inc. and its affiliate(s). Starr Wright 
USA is an insurance agency specializing in insurance solutions for federal em-
ployees and federal contractors. For more information, visit wrightusa.com. 
Starr Wright USA is a division of Starr Insurance Companies, which is a mar-
keting name for the operating insurance and travel assistance companies and 
subsidiaries of Starr International Company, Inc. and for the investment busi-
ness of C.V. Starr & Co., Inc. 

Considering FEPLI? Here Are Five Things You Need to Know 

https://secure.fepla.com/fermapliapp.aspx?1=3c47e2c3-43d7-42ef-b71b-8e1ec21cc087?&utm_source=pwc&utm_medium=feb/mar_newsletter&utm_campaign=pwc_feb/mar_newsletter_2021_article-considering-fepli
https://www.wrightusa.com/?&utm_source=pwc&utm_medium=feb/mar_newsletter&utm_campaign=pwc_feb/mar_newsletter_2021_article-considering-fepli


Last year was tumultuous. With so much out of our control in 
2020, for NATCA members the incredible solidarity of our Union 
remained steadfast. In a recent issue of the PWC magazine, we 
shared how NATCA members joined together to support hospi-
tal and other health care workers in their communities. 

 

In the last year, our Union’s members also overcame the obvi-
ous challenges in conducting grassroots activism. Despite COVID
-19, they still made our collective voice heard loud and clear, 
proving that together in solidarity, we can accomplish anything. 
The pandemic altered the way we conduct traditional activities 
that normally require personal contact. The normal in-person 
events and face-to-face communication with congressional 
members were replaced with various virtual communications. 
The dedication and passion for legislative activism that our 
members demonstrate furthers our Union’s best interests, helps 
protect the National Aviation System (NAS), and supports the 
larger aviation sector. 

 

Secured 12 Weeks Paid Parental Leave for FAA employees  

As you may recall, there was a loophole within the Federal Em-
ployee Paid Leave Act in the National Defense Authorization Act 
(NDAA) for fiscal year (FY) 2020. Specifically, the leave provi-
sions, which entitled federal employees to up to 12 weeks of 
paid parental leave and was intended to cover all federal em-
ployees, was not applicable to Federal Aviation Administration 
(FAA) employees, including air traffic controllers and other avia-
tion safety professionals.  

 

The path to this legislative fix was not easy. There were many 
hurdles and roadblocks along the way. More than a year-long 
effort by NATCA staff and member activists was required to 
achieve this important legislative victory. These efforts involved 
extensive outreach to members of Congress and their staffs. But 
NATCA never wavered in its support of this outcome. NATCA 
was able to secure a provision in the bicameral, bipartisan FY 
2021 National Defense Authorization Act (NDAA) that was 
passed by Congress in December to fix this loophole and extend 
paid parental leave to FAA employees. The measure passed and 
now is the law. 

 

Achieved Improvements to FAA Certification Process  

The omnibus appropriations bill that funds the government 
through September 2021, also contained important bipartisan 
legislation, titled “The Aircraft Certification, Safety, and Account-
ability Act.” NATCA members and staff, including NATCA subject 

matter experts within the Aircraft Certification Service (AIR), 
worked closely with congressional committee leadership in both 
the House of Representatives and the Senate to ensure that this 
bill improved aviation safety and resolved concerns specific to 
aircraft certification, while also protecting the rights and inter-
ests of employees that NATCA represents. NATCA strongly sup-
ported both versions of the legislation that were drafted sepa-
rately in the House and the Senate and, as a result, we are very 
happy with this version in the omnibus, which included provi-
sions from each chamber’s version. 

  

NATCA worked to collaborate with the FAA to improve recruit-
ment and retention of AIR personnel and ensure our members 
receive recurrent training related to aircraft certification. Specifi-
cally, the bill appropriates $27 million to improve recruitment 
and retention incentives for engineers and other aviation safety 
professionals who oversee and certify transport aircraft and 
engines, prioritizes professional development of skills required 
to perform AIR’s functions, and requires the FAA to collaborate 
with NATCA in developing future recruitment and retention pro-
grams. The bill also appropriates $10 million for the continuing 
education and recurrent training of AIR personnel.  

 

NATCA also wanted to ensure more communication and trans-
parency between ODA holders’ frontline workers and the AIR 
frontline workforce. This bill accomplishes this by prohibiting the 
FAA or an ODA holder from restricting the communication be-
tween FAA AIR employees and ODA unit members within indus-
try.  

 

Additionally, the bill directs the FAA to finalize a new confiden-
tial Voluntary Safety Reporting Program (VSRP), which will en-
hance the current safety reporting program that is jointly admin-
istered by the FAA and NATCA.  Recently retired NATCA Safety 
Committee Chairman Steve Hansen, who has been one of the 
leading developers and proponents of the successful ATSAP pro-
gram for controllers as well other VSRPs for NATCA’s other rep-
resented professions, was instrumental in educating congres-
sional staff on what makes a VSRP effective. 

 

Secured Critical Funding for the Airport and Airway Trust Fund 

NATCA was successful in obtaining a critical technical correction 
to address a shortfall in the Airport and Airway Trust Fund 
(AATF) in a 2020 continuing resolution. The technical correction, 
which NATCA aggressively advocated for, transfers $14 billion 
from the general fund to the AATF, allowing it to continue to 
meet the FAA's obligations.  

NATCA and Congress: Working Together to Protect the 
NAS 



The AATF funds operations of the NAS as well as facilities and 
equipment, research, engineering, and development, and grants-
in-aid to airports. The trust fund had been at a critical level due 
to reduced demand for airline tickets, and the aviation excise tax 
holiday that began in March 2020 with the passage of the Coro-
navirus Aid, Relief and the Economic Security (“CARES”) Act. 
Without a fix, the FAA would have been forced to cancel or delay 
programs or activities, and potentially furlough employees. 

 

Helped Secure Payroll Support for Airline Workers 

Throughout the duration of the coronavirus pandemic, NATCA 
has stood in solidarity with our aviation union sisters and broth-
ers as thousands of furloughs and layoffs went into effect earlier 
this month in the absence of a coronavirus relief deal. Congress 
passed a bill for a coronavirus relief package, to assist our avia-
tion brothers and sisters who work for U.S. airlines and the con-
tractors who support the airline industry. The bill provides a four

-month extension of a government assistance program to fund 
payroll costs. Airline workers would be paid retroactive to Dec. 1 
and could not be furloughed through March 31, 2021, as a condi-
tion of the assistance. 
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When our parents retired, living to 75 amounted to a nice long 

life, and Social Security was often supplemented by a pension. 

The Social Security Administration estimates that today’s aver-

age 65-year-old woman will live to age 86½. Given these pro-

jections, it appears that a retirement of 20 years or longer 

might be in your future.1,2   

 

Some women face obstacles when it comes to retirement, that 

can make saving for retirement a challenge. Women typically 

earn less than their male counterparts and often take time out 

of the workforce to care for children or other family members. 

Added to the fact that women typically live longer than men, 

retirement money for women may need to stretch even fur-

ther.3 

 

Despite these challenges, there are a lot of reasons to be hope-

ful.3  

 

Are you prepared for a 20-year retirement? How about a 30-

year or even 40-year retirement? Don’t laugh; it could happen. 

The SSA projects that about 33% of today’s 65-year-olds will 

live past 90, with approximately 14% living to be older than 

95.4 

 

Review your existing situation. Do you want to spend your 

years traveling together, or do you envision staying closer to 

home? Are you seeing yourself moving to a retirement commu-

nity, or do you want to live as independently as you can? Sit 

down with your spouse, if you’re married, to discuss your vi-

sions for retirement. 

 

You can't see if you're on track for your goals if you haven't 

defined them. And if you find you’re falling short of where you 

want to be, you can work together to strategize about how you 

can either get to where you want to go or to adjust your strate-

gy so that it fits your existing situation.2 

  

Invest strategically. If you are in your fifties, you have less 

time to make back any big investment losses than you once 

did. So, protecting what you have may be a priority. At the 

same time, the possibility of a retirement lasting up to 30 or 40 

years will likely require a growing retirement fund. 

 

Get creative. These challenges don’t have to stop you from 

saving for retirement if you’re willing to get creative. If you plan 

to or have taken off time from the workforce, try and increase 

your contributions to your retirement accounts while you are 

working.  

 

Under the SECURE Act, once you reach age 72, you must begin 

taking required minimum distributions from a Traditional Indi-

vidual Retirement Account and other retirement plans in most 

circumstances.  Withdrawals from Traditional IRAs are taxes as 

ordinary income and, if taken before age 59½, may be subject 

to a 10% federal income tax penalty. Under the CARES Act, the 

10% penalty may be waived in 2020. Traditional IRA may be 

fully or partially deductible, depending on your adjusted gross 

income. 

 

Enlist a financial professional. The right person can give you 

some good ideas, especially one who understands the challeng-

es women face in saving for retirement. These may include 

income inequality or time out of the workforce due to childcare 

or eldercare. It could also mean helping you maintain financial 

equilibrium in the wake of divorce or death of a spouse. 

 

If you’re caregiving for an elderly relative, there are ways to 

be paid for your time. According to AARP, the Veteran’s Ad-

ministration or Medicaid may be a potential source of income. 

Working with a professional who has expertise in this field can 

help you navigate the complicated medical structure while also 

helping you earn income for work that you’re doing.5 

 

Consider extended care coverage. Women have longer aver-

Conquering Retirement Challenges for Women 
  

Looking ahead can help you conquer these unique obstacles. 



age life expectancies than men and can require significant peri-

ods of eldercare. Medicare is no substitute for extended care 

insurance; it only covers a few weeks of nursing home care, and 

that may only apply under special circumstances. Extended care 

coverage can provide a huge financial relief if the need arises.2,4 

Get involved. One of the best things you can do is to get in-

volved in conversations about finances. Many women underval-

ue their knowledge in this area and having regular conversa-

tions with your spouse, family, and financial professional can 

help ensure that you always know where things stand.5 

While women may face additional challenges, careful prepara-

tion with your financial professional may help you to live a ful-

filling retirement. 

Claim Social Security benefits carefully. If your career and 

health permit, delaying Social Security can be a wise move. If 

you wait until full retirement age to claim your benefits, you 

could receive larger Social Security payments as a result. For 

every year you wait to claim Social Security, your monthly pay-

ments get about 8% larger.6 

This material was prepared by MarketingPro, Inc., and does not 

necessarily represent the views of the presenting party, nor 

their affiliates. This information has been derived from sources 

believed to be accurate. Please note - investing involves risk, 

and past performance is no guarantee of future results. The 

publisher is not engaged in rendering legal, accounting or other 

professional services. If assistance is needed, the reader is ad-

vised to engage the services of a competent professional. This 

information should not be construed as investment, tax or legal 

advice and may not be relied on for the purpose of avoiding any 

Federal tax penalty. This is neither a solicitation nor recommen-

dation to purchase or sell any investment or insurance product 

or service, and should not be relied upon as such. All indices are 

unmanaged and are not illustrative of any particular invest-

ment. 

Securities and advisory services offered through LPL Financial, a 

Registered Investment Advisor, member FINRA/SIPC. Livingston 

is not an affiliate company of LPL Financial. Livingston is not a 

federal agency and not affiliated with any federal agency. 

This material was created for educational and informational 

purposes only and is not intended as tax, legal or investment 

advice. If you are seeking investment advice specific to your 

needs, such advice services must be obtained on your own sep-

arate from this educational material.   

Citations 

1 - cdc.gov/nchs/products/databriefs/db355.htm [1/20] 

2. CNBC.com, March 6, 2020 

3. Entrepreneur.com, August 13, 2020 

4.  ssa.gov/planners/lifeexpectancy.htm [2/25/20] 

5. MarketWatch.com, March 6, 2020 

6  investopedia.com/retirement/when-take-social-security-

complete-guide/ [11/24/19] 

 

Five Reason to Plan Ahead 
for Long Term Care 

  

Looking ahead can help you conquer these unique obstacles. 

In today’s world, planning is essential, particularly when it 
comes to retirement. People are living longer and need a long
-range care plan that can sustain them throughout their life-
time.  
 
Regardless of the setting—home, assisted living facility, or 
nursing home—long term care can be expensive. And the 
need for long term care can happen at any time, not just in 
your later years, so making decisions about this type of care 
be difficult. The Federal Long Term Care Insurance Program 
(FLTCIP), the group long term care insurance program that 
only members of the federal family can apply for, can help. 
 
By starting the conversation with your spouse or loved ones 
now, you can relay your care preferences and communicate 
who will make decisions on your behalf if the need arises.  
 
Here’s a list of five important reasons to start planning for 
long term care now. 
 
1) Cost and financial security 
The cost of long term care can be expensive and vary greatly 
depending on the type of care you receive, the place it's pro-
vided, and where you live. For example, the national average 
cost for a semiprivate room in a nursing home is $92,7101 per 
year. The FLTCIP helps protect your income, including pen-
sions and annuities, plus your savings, or other investments, 
from being exhausted by long term care costs.  
 
2) Insurance coverage 
Many people think that long term care is covered by tradition-
al health insurance plans. It’s important to know that long 
term care expenses are generally not covered by the Federal 
Employees Health Benefits (FEHB) Program, TRICARE, or TRI-
CARE For Life. While Medicare covers some care in nursing 



homes and at home, it does so only for a limited time and is 
subject to restrictions. The FLTCIP pays for long term care ser-
vices in your choice of settings (at home or in a facility, such as 
an assisted living facility, an adult daycare, or a nursing home) 
and your choice of caregiver. 
 
3) Family 
Long term care is most often provided at home by adult chil-

dren, other family members, and friends. Even though they 

may be the first to step in and want to help, being a caregiver 

for someone who requires ongoing assistance can be a time-

consuming commitment and often takes a toll on a caregiver’s 

health and well-being.2 Informal care provided by friends and 

family members is covered under the FLTCIP, as long as the 

caregiver isn't your spouse or domestic partner and doesn't live 

in your home at the time you become eligible for benefits. 

(Benefits for care provided by family members are limited to 

500 days.) 

 
4) Home care 
Most people prefer to get the care they need in the comfort of 
their own home. The FLTCIP has a stay-at-home benefit that 
includes a range of services that support care in your home 
once you are benefit eligible—such as care planning visits, 
home modifications (such as installing wheelchair ramps), 
emergency medical response systems, durable medical equip-
ment (such as wheelchairs, walkers, or hospital-style beds), 
caregiver training, and home safety checks—to help you main-

tain your quality of life in familiar surroundings.  
 
5) Lifestyle 
Many people wish to maintain their independence so they 
won't have to rely on family members. Long term care insur-
ance coverage under the FLTCIP can provide the means neces-
sary to help pay for your care and allow you to spend your nest 
egg the way you want. Additional standard features include 
respite care, international benefits, and consumer protections, 
such as guaranteed renewable coverage and portability. 
 
Plan Ahead with the FLTCIP 
Visit LTCFEDS.com  to learn more about the FLTCIP’s compre-
hensive benefits and features and find a plan that’s right for 
you.  
 
The Federal Long Term Care Insurance Program is sponsored by 
the U.S. Office of Personnel Management, insured by John Han-
cock Life & Health Insurance Company, under a group long term 
care insurance policy, and administered by Long Term Care 
Partners, LLC.  
 
FLTCIP20673 
1. John Hancock Life & Health Insurance Company. “John Han-
cock 2018 Cost of Care Survey,” conducted by Long Term Care 
Group, Inc., December 2019.  
2. National Alliance for Caregiving. “Caregiving in the U.S. 
2020,” caregiving.org/caregiving-in-the-us-2020/ (accessed Sep-
tember 2020). 
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The FAA collects and shares large volumes of complex da-
ta every day in the NAS. And, since data-driven risk-based 
decision making is an FAA strategic priority, understand-
ing performance data is critical for the safe operation of 
the U.S. airspace. 
But in its raw form, this data is meaningless. Flooded with 
its own potentially valuable data, the FAA is getting help 
to gain a better understanding of the information it col-
lects to improve aviation safety.   
Infina, Ltd. is working with the Air Traffic Organization to 
develop data intelligence solutions to capture data, expe-
dite analytics, and present it in a user-friendly form to 
enhance operational decisions.  
Infina has developed unique techniques to capture and 
transform massive amounts of publicly available data into 
digital products and learning tools for the FAA and indus-
try. These tools create pictures, charts, and graphics to 
make data readily accessible and easier to understand. 
One method includes cutting-edge dashboards to give 
meaning and structure to data.  
Dashboards present a visual overview of the information 
that allow users to drill down deeper into more specifics 
of the data being analyzed. This is especially valuable for 
FAA executives who can see visualizations on their lap-
tops, iPads, or mobile devices. Using the same dashboard, 
users can also dive into the numbers behind the visualiza-
tions if necessary. 
To build the dashboards, Infina applies predictive analytic 

methods that use statistical algorithms and machine 

learning tools to examine current and past data to predict 

future outcomes and occurrences. The process of gather-

ing and measuring information on variables of interest, in 

an established systematic fashion, enables one to answer 

stated research questions, test hypotheses, and evaluate 

outcomes.   

To take one example, Infina is working with the Runway 
Safety Group using the Runway Safety Action Team (RSAT) 
and Pilot Simulator tools. The RSAT tool is a dashboard 
developed specifically for the Runway Safety team. It ena-
bles data collected from different sources to be uploaded 
into one central location then organized and downloaded 
into reports. The tool makes it easier for facilities and ex-
ecutives to drill down into more specific layers of data. 
With data coming in from all airports, Infina is helping the 

FAA see issues no one saw before.  
The Runway Safety Pilot Simulator tool is a public training 

web-app that is used for outreach to pilots, student pilots, 

and certified instructors. Infina collects data to let the FAA 

know how many people are using this tool, where they 

are using it, and how they are viewing it.  

The FAA has been very successful in producing data. But 
data without meaning is useless. Infina is showing that the 
FAA’s data can be turned into useful knowledge that ena-
bles data-driven risk-based decision making. As the FAA 
makes more of its data accessible, better tools can be de-
veloped. 
The goal for Infina, as for the FAA, is improved aviation 
safety. 
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