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1. [bookmark: _Toc534635745]Executive Summary
[bookmark: OLE_LINK4][bookmark: OLE_LINK7]This report shows Aetna board of directors why and how to adhere to age diversity strategy under the complex background of global integration, economic crisis, declining birth rate and technology development.
The main purpose of this report is to answers the following questions:
What are the external environmental changes Aetna is facing now?
What benefits does Aetna bring to the company by insisting on age diversity?
What are the challenges faced by Aetna in implementing age diversity strategy?
How to solve these problems?
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[bookmark: _Toc534635746]2. Introduction
[bookmark: _Toc534635747]2.1 Background
[bookmark: OLE_LINK8][bookmark: OLE_LINK9][bookmark: _Hlk534388977]As a branch of the modern financial industry, health insurance in the United States has always been unable to escape the impact of the economic cycle. The Rucket and Labonté' models (2012) are used to assess how the global financial crisis that began in the second half of 2007 affected the American insurance industry. The private insurance industry in the United States is very powerful, so the impact of the financial crisis on the access of Americans to health care is more complex and ultimately focuses on how individuals’ access to health care. 
[image: C:\Users\ADMINI~1\AppData\Local\Temp\1546463290(1).png]  Figure 1: Impact of Global Financial Crisis 


[bookmark: _Hlk534227651]Source: Rucket and Labonté,2012




[bookmark: _Toc534635748]2.2 Diversity strategy can get Aetna out of the financial crisis
[bookmark: OLE_LINK32]From the perspective of firm's development robustness, the financial crisis is cyclical. To get out of the crisis, we must take a diversified route and develop diversified business.
[bookmark: OLE_LINK10][bookmark: OLE_LINK12][bookmark: OLE_LINK13][bookmark: OLE_LINK16][bookmark: OLE_LINK17][bookmark: OLE_LINK20][bookmark: OLE_LINK21][bookmark: OLE_LINK18][bookmark: OLE_LINK19][bookmark: OLE_LINK11]Scott E. Page (2011) hold that there are two benefits result from diversity. First, averaging, it means you will get some insurance if you have lots of types, this avoids really bad results from happening. This diversity through averaging will prevent payoff above some threshold. Doak (1998) considered that simple averaging effects will imply that diverse systems are more robust. Second, diminishing returns to type, that means in many cases, the marginal rate of return (in terms of productivity, profit or entertainment) decreases with the type of ownership you have. Economists call it diminishing marginal product of labor. In economics, this does not mean that the output falls, but only means that output rises at a diminishing rate. The contribution of the same type of extra workers to the total product is reduced. Similar to what ecologists have found if adding more members of a species to the ecosystem, the marginal return on productivity decreases (Scott E. Page, 2011).
Aetna has always adhered to the diversity strategy, a person's comprehensive quality and characteristics are many, floating on the iceberg are easy to see with the naked eye, which is also the organization's selection is often involuntary most easily fall into the mistake.
In fact, there are more qualities and characteristics hidden under the water level, which often determine the value of an artificial organization. However, these are not visible at a glance. Organizations should first try to find out, and then create an enabling environment for these things to continue to maximize their effectiveness.
In normal times, human resources like to recruit people like themselves when recruiting people; organizations like to recruit people of the same type as existing employees when recruiting people. If we simply pursue homogeneity, what we miss is the great value of differentiation.
[bookmark: _Toc534635749]2.3 Age Diversity is Important to Aetna
Diversity has brought a lot of benefits to Aetna. Age is an important aspect of diversity. Executives see changing the age structure of the workforce as one of the most important economic, social and demographic trends reshaping the business environment today, a McKinsey survey has found. But few employers have found ways to take advantage of working groups of different ages to make age differences an asset and resource. Age diversity is “differences between within a team that pertains to age differences between team members (younger and older team members). Age differences do not only operate on the surface level but are also accompanied by informational diversity, i.e., younger team members possess recent theoretical and technological knowledge, while older team members will have a large experience base, knowledge of organizational processes, etc.”(Janz et al., 2012) We have always attached great importance to keeping employees' age diversity. By comparing the age composition of employees in 2010 and 2017, we strive to improve the age structure of employees. By 2010, our Gen Y was only 15%, and by 2017, it has increased to 25%. The purpose of this report is to introduce the advantages of age diversity and the shortcomings of Aetna in age diversity so that the board of directors can retain and continue to invest in age diversity. Age diversity is consistent with the company's core values. It is an important way for Aetna to achieve sustainable development and get rid of the financial crisis.
Figure 2: Generation Distribution in Aetna

Source: Aetna, 2018a
[bookmark: _Toc534635750]3. Change of External Environment 
[bookmark: OLE_LINK14]Human resources departments take gender, religious beliefs, and other factors into account when recruiting staff. Little attention has been paid to the age distribution of employees in enterprises. In some enterprises, the age of employees will be homogenized when recruiting, which will affect the sustainable development of enterprises, because the diversification of age will bring benefits to enterprises. With the economic globalization and fierce competition, the PEST analysis method is used to analyze the complex changes in the external environment. Only when the age structure is reasonable can Aetna survive in the complex environment.
[bookmark: _Toc534635751]3.1 Political
[bookmark: OLE_LINK15]One of the goals of the 2010 Obama Medical Act (ACA) is to make health insurance affordable for those who can't afford it (usually unhealthy or elderly). For the health insurance industry, the main benefits of ACA are compulsory employment of employers with relatively large requirements to provide health insurance for their full-time employees or the imposition of fines. Subsidize small businesses. Smaller businesses will be given tax incentives if they are willing to provide health insurance for their employees. Personal compulsory insurance. All American citizens must have health insurance, or they will pay a fine. Compulsory universal health insurance will bring a bigger market for the insurance industry, because there are always some people who do not currently have insurance will choose the implementation of private medical insurance ACA, which may bring problems to the medical insurance industry: insurance companies cannot refuse to provide insurance because of existing health problems, nor can they charge excessive premiums. Healthy people, especially young healthy people, are unwilling to pay such a high price, leading them to withdraw from insurance, and fewer people pay further leading to higher premiums.

Figure 3: Health Insurance Company Revenue (Before/After ACC)
	[bookmark: _Hlk534390770]
	
	
	

	Health Insurance
Company (before ACA)
	2007 Revenue
	2011 Revenue
	Increase/Decrease

	[bookmark: _Hlk534391090][bookmark: _Hlk534392788]UnitedHealth Group
	$75.4B
	$101.9B
	+35.1%

	Anthem Inc.
	$61.1B
	$60.7B
	-0.7%

	Kaiser Foundation Group
	$37.8B
	$47.9B
	+26.7%

	Humana Group
	$25.3B
	$36.8B
	+45.5%

	Aetna
	$27.6B
	$33.8B
	+22.5%

	Health Insurance
Company (before ACA)
	2011 Revenue
	2015 Revenue
	Increase/Decrease

	[bookmark: _Hlk534391533]UnitedHealth Group
	$101.9B
	$157.1B
	+54.2%

	Anthem Inc.
	$60.7B
	$79.2B
	+30.5%

	Kaiser Foundation Group
	$47.9B
	$60.7B
	+26.7%

	Humana Group
	$36.8B
	$54.3B
	+47.6%

	Aetna
	$33.8B
	$60.3B
	+78.4%



Source: American National Insurance Co. - AnnualReports.com

According to the above data, except for Kaiser, which maintained the same growth rate, the growth rate of the total income of the five health insurance companies increased after Obamacare. Aetna increases most in five insurance companies.

Figure 4: Revenue of Health Insurance Giants
[image: C:\Users\ADMINI~1\AppData\Local\Temp\WeChat Files\29713ca56e8d6b217fdc260f762baf7.png]

[bookmark: _Hlk534392461]Source: American National Insurance Co. - AnnualReports.com
This chart shows more intuitively that Total Revenue of the last five medical insurance companies in Obamacare is starting to rise.

Figure 5: Compare Health Insurance and Other insurance Revenue (Before/After ACA)
	
	
	2007
	2008
	2009
	2010
	2011
	2012
	2013
	2014
	2015

	Health
Insurance
	UnitedHealth Group
	75.43
	81.19
	87.14
	94.16
	101.9
	110.6
	122.5
	130.5
	157.1

	
	Anthem Inc.
	60.12
	61.58
	60.83
	57.84
	60.7
	60.51
	70.2
	73
	79.2

	
	Kaiser Foundation Group
	37.8
	40.3
	42.1
	44.2
	47.9
	50.6
	53.1
	56.4
	60.7

	
	Humana Group
	25.3
	28.9
	30.96
	33.87
	36.8
	39.1
	41.3
	48.5
	54.3

	
	Aetna
	27.6
	30.95
	34.76
	34.25
	33.78
	36.6
	47.29
	58
	60.3

	Other Insurance
	State Farm Group
	35.28
	
	
	35.25
	35.54
	36.28
	38
	39.8
	42.43

	
	Berkshire Hathaway 
	118.2
	107.8
	112.5
	136.2
	143.7
	162.5
	182.2
	194.7
	210.8

	
	Allstate Insurance
	36.8
	29.4
	32
	31.4
	32.7
	33.3
	34.5
	35.2
	35.7

	
	Progressive Insurance Group
	14.7
	13
	14.8
	15.2
	15.8
	17.1
	18.2
	19.4
	20.9


Source: American National Insurance Co. - AnnualReports.com

Except for Berkshire Hathaway's steady growth after the financial tsunami, the growth of other insurance companies is quite weak. It shows that the health insurance industry has indeed grown rapidly after the Obama health care bill. 
Medical insurance and subsidies are also important components of Aetna's business, and a variety of other intermediaries between federal and state health care providers and recipients. Aetna's government premium increased by $5.8 billion, an increase of $7.3 billion over in 2017. Most of Aetna's revenue comes from policy premiums.
[bookmark: _Toc534635752][bookmark: _Hlk534490918]3.2 Economic
When the economic situation is bad, the unemployment rate will rise. As can be seen from Figure 6, the unemployment rate will continue to grow after the beginning of the 2008 economic crisis. The unemployment rate was particularly high in the period 2009-2011. Unemployment will lead to reduced income and loss of medical insurance, financial barriers to access to health care, and people will reduce the use of primary preventive medical services. They cannot afford the necessary medicines. They will look for free or low-cost medical services. In addition, we find that many people face the prospects and reality of long-term unemployment with a deep sense of personal destruction and depression. Long-term unemployment may lead to serious depression and despair. The unemployed believe that public-supported medical services provide second-rate medical services and are reluctant to use public clinics in socioeconomic communities. Even for those who return to work or have another adult family member work, the burden of health care is a problem. When some unemployed people cannot get better medical care, their physical condition is getting worse and worse. It is even more difficult to find a job and fall into a vicious circle. Aetna can help people out of difficulties, which also reflects the sense of corporate social responsibility.
[bookmark: OLE_LINK22]Figure 6: Unemployment rate in the USASource: Statista, 2018a
[bookmark: _Toc534635753]3.3 Sociological
[bookmark: OLE_LINK34][bookmark: _Hlk534395017]One of the most important social trends affecting our workplace and our workforce in the future is that there are fewer young employees than older employees. The decline in birthrate and population aging is an important issue in today's society, which brings new challenges: from 2016 to 2017, the number of births in the United States dropped by 2%, while the birthrate for every 1,000 women aged 15 to 44 is 60.2, which has been in a downturn since the Great Recession of 2008(Statista, 2018b). Older people want a healthy life, what are their retirement age aspirations, what chronic diseases they need to deal with, whether they have enough financial resources to sustain their lives, whether they can afford their own medical expenses, the reduction in the number of baby boomers' children and the high divorce rate mean that more people may live alone in their old age without economic and social support or spouse. Or informal care provided by children. The latest forecast shows that by 2035, the number and proportion of the elderly population will exceed that of children. The impact of the recession on employment and retirement plans will have an impact on retirement expectations, as the recession will put pressure on older workers to continue working. For older Americans, spending cuts may mean a quantitative allocation of medical expenses by reducing the number of visits to doctors, screening or prescription drugs. Human resources statistics show that older workers are more likely to postpone retirement when unemployment is rising. Evidence from the Health and Retirement Study (HRS) shows that about a third of people aged 55 to 64 cut spending during the recession, compared with 17% of people aged 75 and older. For Aetna, the aging of employees is a noticeable problem. The aging employees have many advantages, but the company is also facing the difficulties of increasing costs and large numbers of employees retired centrally.
Figure 7: US Population Projections
Source: Bureau, 2017

 Figure 8: Birth Rate (Per 1,000 of Population)

Source: Statista, 2018b

[bookmark: _Toc534635754]3.4 Technological
[bookmark: OLE_LINK27]With the rapid development of contemporary science and technology, new products, processes, and technologies have a strong impact on the organization. At present, the most important innovation of insurance technology is to transfer the claim from the back end to the risk management and prevention of the front end, such as wearable equipment, Internet of Things and so on. If consumers can use these technologies to improve their risk management ability, then for insurance companies and consumers, it is a win-win situation. AI promotes insurance companies' online customer acquisition, marketing promotion, customer service, and automatic claims settlement while preventing potential insurance fraud. For example, in public security insurance, the use of AI customer service has reached 70%; Lemonade, an American insurance company, uses AI to process simple small claims and can complete claims and payments in three seconds. Life insurance startup Lapetus made headlines by providing users with self-service life insurance services. Aetna, takes Ann, a new chat robot, as an example, to provide urgency around AI-led processes. Ann uses the company's website to provide round-the-clock assistance to new members. Its consumer-oriented functions include guiding new members to the registration process and helping users recover usernames and passwords. In 2015, Aetna used HealthEdge technology to provide companies with new market opportunities, such as private exchanges and automated manual business processes, to provide consumers with affordable, convenient and technical support solutions. To enable health care payers to take advantage of the new business model, improve outcomes, significantly reduce management costs, and connect everyone to the health care delivery cycle. The 2017 National Insurance Industry Employment Outlook survey shows that the paper-driven insurance industry is now leading global technological innovation with many new products and services. Many new types of insurance work will require recruiting future employees from companies such as Google and Facebook, rather than competing with other insurance companies for talent(Roger Lear, 2017).




















[bookmark: _Toc534635755]4. Benefits and Challenges of Age Diversity
[bookmark: _Toc534635756]4.1 Benefits of Age Diversity for Aetna
[bookmark: _Toc534635757]4.1.1 Mix of Skills and Abilities
Figure 9: Abilities in Different Generations

Source: Vivian Giang, 2013
The film Intern tells the story of a young boss and a retired old man who re-interns. This "old" intern is diligent, careful, experienced in handling problems, keeping secrets, and knows how to worry about his boss. Young bosses are aggressive and innovative, but not very sophisticated in dealing with subordinate and family relationships. It illustrates the age gap and the sense of crisis brought about by the change of population age structure, technological innovation and so on. 
[bookmark: _Hlk534396093]From Figure 9 (Vivian Giang, 2013), we can see age differences in the workplace provide a broader range of knowledge, values, and preferences. Because people of different ages have different social experiences and skills, there are differences in their professional knowledge and literacy.
Baby Boomers (Born between 1948 and 1963)
Advantages: Baby boomers are hard-working, loyal, teamwork partners, experienced, able to guide others and rank the highest in terms of being an effective part of the organization.
Disadvantage: Baby boomers are not good at using new technologies. On the other hand, they rank lowest in terms of adaptability.
Not surprisingly, compared with Generation X (19%) and Generation Y (147%), baby boomers (28%) consider such as health care and retirement to be the most important benefits. 
Generation X (Born between 1964 and 1978)
Advantages: Most of the respondents in the study believed that Gen X was the most effective manager compared with the baby boomers and Gen Y. Generation X members scored the highest in terms of income creators, adaptability, problem-solving and cooperation.
Disadvantage: Generation X scored the lowest in demonstrating administrative existence and cost-effectiveness compared with other generations.
Gen X believes that flexibility in the workplace is the most important fringe benefit, and without flexibility, they are more likely to quit their current job.
Generation Y (Born between 1979 and 1999 also known as Millennials) 
Advantages: Generation Y is considered to be the most technologically savvy person who knows how to use social media to take advantage of opportunities. These young workers are also considered to be the most "enthusiastic" jobs.
Disadvantages: Compared with previous generations, Generation Y is not so diligent, team spirit is low, and the productivity of organizational contribution is low.
More Y respondents want to know when and how they get promoted than X and baby boomers.
Generation Z (Born after 2000 Often grouped with Generation Y)
Generation Z is entering the labor market, and Aetna is still watching them and understanding their ideas. They are the first generation of genuine digital primitives, more ambitious, more socially conscious and diverse than their older counterparts, and 82% of Generation Z think CSR is a major factor.
[bookmark: OLE_LINK23]In Aetna, young employees are energetic and enthusiastic. They have good adaptability and can change with economic, social, political and technological changes. They can be competent in a more flexible, changeable and fast-paced working environment, which can bring new perspectives and different ways of thinking for enterprises. And most young people are eager to learn. If we want to know how to connect and communicate with peers in the Millennium Market, young employees will also provide you with an advantage. When something unexpected happens, young people are better able to cope with sudden changes. 
Older employees rely on their valuable work experience and thoughtful ideas and skills. They are enthusiastic and can volunteer to guide young, inexperienced employees who depend on their academic and technical skills. It is difficult for the same-age workforce to transfer company-specific knowledge from one generation to the next. They can do part-time or seasonal jobs. They are honest and reliable and have strong professional ethics. Older employees have a serious commitment to their work, and they are loyal. They have established long-term customer and contact networks many times.
[bookmark: OLE_LINK38][bookmark: OLE_LINK39][bookmark: OLE_LINK37]By 2017, Aetna has 15 resource groups, three of them are about a generation: Boomers ERG, Gen X ERG, Gen Y ERG. Gen Y ERG is often used to help with recruitment and to introduce young professionals. In July 2010, Gen Y ERG members with branches across the country decided to clarify and update the image of Aetna among young job seekers by telling the story of Aetna in videos. Several members came to the camera to share their views on the company's unique career opportunities. The video is broadcast live on the Aetna website and is used for recruitment activities on University campuses. ERG help Aetna build an inclusive and pluralistic workplace, eliminate age discrimination and stereotypes, and form a classic combination of skills and abilities.
[bookmark: _Toc534635758][bookmark: _Hlk532761903][bookmark: OLE_LINK26][bookmark: OLE_LINK31]4.1.2 Innovation and Problem-Solving
[bookmark: OLE_LINK24]Workers of different ages have different knowledge structure, values and preferences, and age heterogeneity can improve group innovation, better analysis and problem-solving. This view has theoretical support. Research shows that homogeneous management teams of relative age rarely modify their business strategies and are likely to adhere to previously adopted strategic plans. According to a recent study of more than 230 senior board members, senior managers believe that introducing the diversity of thinking is the most important way to alleviate group thinking(Irving Janis, 2014). Groupthink is a term developed by social psychologist Irving Janis in 1982, he deemed that groupthink is the tendency of group members to seek consensus when facing problems, in which other views and minority views are ignored or suppressed. One of the reasons for groupthink is the similarity of group members' backgrounds and ideology. The Sloan Centre on Aging and Work at Boston College set up an eight-month experiment in 2013. Two groups of people from the health care industry wanted to explore whether it was possible to promote positive attitudes towards the elderly team if groups of different ages participated in strategic projects. Laboratory experience has shown that age diversity can stimulate and/or support creative thinking and may contribute to innovation in the workplace. However, to make the innovation process successful, leaders need to be prepared for the dual agenda of innovation and the development of high-functioning, age-diverse teams. Knowledge, tools and experiential learning exercises related to innovation and team building seem to accelerate this process. By the end of the lab, the company has begun to apply some of the innovative processes introduced in the lab to other innovative processes and to use age diversity to innovate 251 projects. The success of innovation teams maybe because they can see age diversity as an asset rather than a flaw(Pitt-Catsouphes, Mirvis and Berzin, 2013).A field study surveyed working groups of about 4,000 public sector employees. Age heterogeneity improves the group's ability to solve complex tasks. 
Aetna has a team of doctors and technicians of different ages who are working together to develop innovative solutions to make health care better for patients, families, and doctors who care for them. For example, personalized health programs to help people with metabolic syndrome reduce serious health risks; a mobile application to connect breast cancer patients; and Tai Chi programs to reduce falls of older Maine people. Data show that Tai Chi exercises have potential benefits in reducing falls and improving balance among Maine's elderly. This intervention resulted in a 20% reduction in reported falls and a 20% improvement in balance. It is currently more widely deployed among Medicare Advantage registrants in Maine and Aetna.
[bookmark: _Toc534635759]4.1.3 Reflect Customers
Age diversity can reflect Aetna Way core values-- Customer.

	Who were the uninsured? They tended to be 19 to 64 years old, male, have less than a high school education and/or have lower incomes.


Figure 10: Age of the Uninsured and Total Population:2017

Source: Edward Berchick, 2018
The employees of different age groups are conducive to developing diversity business and attracting customers of age. We can see Figure 10, many of uninsured people are young customers, it is a huge market. 
[bookmark: OLE_LINK25][bookmark: OLE_LINK1]Aetna employees are a epitome of the customers we serve, the diversity of employees' age can produce component benefits. Employees of different ages can help companies maintain good relationships with customers of different ages. Since the implementation of ACA, People who previously had no money to buy insurance and had diseases were included in the insurance system. To maintain profits, Aetna has had to raise premiums, which leads to the unwillingness of many healthy young people to insure. How to attract young people to ensure is the top priority of our work. Aetna's products, including life insurance, property insurance, or local and international health insurance, are targeted at customers of all ages.  We try to understand all kinds of people and design a series of products to meet their needs. Therefore, if we have a team of employees of different ages, the team will be able to better understand the needs of customers and provide services to them. Imagine people in their 20s trying to create an application that appeals to people in their 50s. Or a group of older employees trying to figure out what the "child" wants. Although we can get feedback from customers through market research. But it costs a lot of money and time, so it's more effective for our employees to introduce ideas from different generations from the beginning. A report published by Aetna Inc. and Hartford Conn. reveal that nearly half the people surveyed (45%) name their own generation as the healthiest, followed by their parents' generation (32%) and the younger generation (23%). Younger consumers are turning to digital tools, more than older consumers, to improve communication with their doctor: 37% of those aged 18-34 say digital messaging and 35% say virtual office visits would be valuable, compared to only 32% and 17%, respectively, of people aged 65 and older(Aetna, 2018b). For young healthy customers, they think it is unnecessary to buy insurance. They prefer to pay relatively fewer fines. And the idea for middle-aged people is that they are going to be old right away, and they are more likely to be in a state of health, so they are willing to buy insurance, even if the premium goes up. Older people support insurance because they need care and are most likely to go to the hospital. If we only have middle-aged and older customers, if we want to make profits, the company's premiums will increase a lot, and the customers will further reduce. So, we need to do a good job of products and services to attract more healthy people to ensure, which requires that the age level of employees in our labor force be more reasonable.

[bookmark: _Toc534635760]4.1.4 Better Task Handling and Product Development
In Aetna, people of different ages need to be placed in appropriate positions for different tasks and products, in order to give full play to their greatest advantages.
For handle diversity tasks, for example, Aetna Claims Processing and Customer Service is the first line of contact with customers. So most of the employees need a very mature experience, for in this position employees need strong communication and problem-solving skills. In the area of customer representatives, we need them of different ages, so that we can make different services for age diversity customers to better meet them. Our digital product team is also recruiting staff. This team is highly energetic and collaborative that operates as a startup within Aetna and are looking for bright, motivated and innovative minds. Therefore, this position is more suitable for recruiting young people.
For people of different ages, we have different products, such as Aetna Supplemental Retiree Medical Plan. The plan is for retired elderly people. It covers the out-of-pocket costs of some of the services covered by Medicare, which does not pay for them, and is available in most states, with a range of plans familiar to retirees based on the characteristics of older customers. Aetna has Student Health SM, students can visit the national network of doctors, hospitals and experts. Our program also offers massage therapy, over-the-counter vitamins, oral health products, acupuncture, and weight loss programs and product discounts. Universities may provide dental, visual and life insurance to strengthen our program. If one is sick or unable to complete studies, he can also get insurance to reimburse your tuition fees. Aetna is providing a low-cost alternative to AARP members seeking reliable medical insurance for 50-64 years of age.  AARP® Value Plan 5000 includes preventive care, prescriptions, doctor visits, hospitalization, and diagnostic tests. As a preferred provider organization (PPO), the program provides a wide range of channels for doctors and other health care professionals. Aetna 80/20 Plan for Retirees provides coverage for retirees age 65 and older. This includes Individuals on LTD who are Medicare eligible.
[bookmark: _Toc534635761][bookmark: OLE_LINK2][bookmark: OLE_LINK3]4.1.5 Improving Performance and Profit
McKinsey's study in 2015 found that diversity strategy is a competitive advantage, and over time, diversified companies are more likely to occupy more market share and improve profitability (Vivian Hunt, 2018).  The impact of age difference on corporate performance and profit is mainly verified by empirical methods. Age difference can help enterprises better understand the preferences and needs of old customers. The research shows that when considering corporate strategy, age difference has a significant impact on corporate performance. Insurance companies can increase their short-term profits by simply lowering the price of insurance policies, but improving their profitability, in the long run, involves maintaining age diversity (Ji Li et al., 2011). The study finds that the only variable explaining stock performance is the average age of the chairman of the board of directors. The older the average age, the lower the profitability of the stock. Moreover, the extreme diversity of age in the board of directors has a negative impact on corporate performance. Therefore, to keep the company profitable, it is necessary to balance the age composition of the board of directors (Moscu,2013).
The study also finds that in the sample of mixed company size, when ROA is used to measure corporate performance, age difference has a significant positive impact on corporate performance. Age differences can explain about 2% of corporate income  (Dagsson et al., 2011). In innovation/creative companies, increased age heterogeneity leads to increased productivity, compared with companies with day-to-day jobs. If a company's age heterogeneity in innovation / creative industries increases by 1%, then productivity increases by 0.29%. This is a very big impact, which means that the age composition of the labor force and organizational demography are generally a very important source of productivity growth, especially for innovation and creative companies. Human resources departments must ensure a balanced age structure among employees and pay attention to age heterogeneity as much as the average age. Moreover, predictable demographic changes should be seen not only as a threat to companies, but also as a valuable resource that, if used effectively, can support productivity growth in innovative companies in particular. (Veen, 2009). Therefore, it is suggested that enterprises adjust their personnel policies, production, and outsourcing strategies to meet these future challenges. 
	Extreme diversity of age in the board of directors has a negative impact on corporate performance

	Age differences can explain about 2% of corporate income

	age heterogeneity in innovation / creative industries increases by 1%, then productivity increases by 0.29%



Aetna's largest source of income is annual health care. Aetna has established partnerships with more than 1.3 million health care professionals worldwide. NHS makes a statistical analysis of the age of the labor force, such as 6% of NHS employees aged 25 years or less and 52% of employees aged 35-54 years(NHS, 2017). They found that age differences among employees can improve health care services. Similarly, age diversity can increase the needs of Aetna customers and bring profits to Aetna.
[bookmark: _Toc534635762]4.2 Challenges for Aetna
For Aetna, there are two problems in implementing age diversity strategy. Firstly, the age structure of Aetna employees is different from that of the whole labor market, with relatively few young employees. Secondly, some employees may have age discrimination, which will bring losses to the company.
[bookmark: _Toc534635763]4.2.1 Unreasonable Age Structure of Employees
Aetna, like many workplaces in the United States, have had five generations working side by side. Our employees’ range in age from 18 to 83, the average age of employees is 42.
2018 Gallup survey(Frank Newport, 2018) says that the average American predicts retirement at age 66. Like most countries in the world, American women can expect to live longer than men -- the average life expectancy for women born in 2017 is 81.8 years, compared with 77.1 years for men. (Sam Meredith, 2017).
The two largest generations are the Millennium Generation (86 million) and the Baby Boomer Generation (77 million). According to the statistics of the 2010 Census (Bureau, 2010). By 2017, Americans over 50 will make up about half of the U.S. population and control 70% of the country's disposable income. These two generations represent great opportunities for Aetna. Millennials are approaching health care from a new perspective and demand. As consumers, 51% of millennials see doctors less than once a year, and 93% do not schedule preventive physicians. According to another study, 61% of millennials consult primary health care doctors for medical needs, compared with 80% of the baby boomers and 85% of the elderly. When it comes to health care, Generation Y needs more and faster choices, lower costs and more technology. As a group, they are more diverse than previous generations, and 40% want to work in health care(Dan Mangan, 2016).
TALENT
NEEDED

	Employers recognize that they have to educate college
students to the fact that the insurance industry has great careers other than sales.



Aetna is the third largest insurer in the U.S. with 48,290 employees(Aetna-About Us, 2017). The U.S. had 323,156 thousand people in 2017(Bureau, 2017), about 125.97 million people were employed on a full-time basis(Richard Fry, 2018; Statista, 2018a). The proportion of labor force in different generations is shown in Figure 11.
Age diversity can bring many benefits. We need to ensure that the age structure of the company is reasonable and avoid age homogenization. The results of the CIPD survey(CIPD, 2014b) show that HR professionals and employees have realized the benefits that teams of different ages can bring to enterprises, especially knowledge sharing and diversified perspectives. However, human resources still respond to the problem of population aging in a passive way. Comparing Figure 11 and Figure 12, we can see that  baby boomers and generation Y has not equal balance in Aetna(Aetna, 2010), 30% of employees were baby boomers and 26% of Aetna new employees are millennials and less than 1% are generation Z in 2017---The proportion of the population is slightly better, but it is still far from enough. We know that the millennials want to work for innovative organizations that not only represent something but also have a positive impact in the communities they serve. The young labor force in Aetna is relatively small. How to make the age distribution of employees more reasonable and attracting and retaining Generation Y and Z into our workforce is the Human Resources Department's most important problem. 
Figure 11: Percentage of labour force in different generations (2010)

[bookmark: OLE_LINK28]Source: Aetna, 2018a; Statista, 2018a

Figure 12: Percentage of labour force in different generations (2017)

Source: Aetna, 2018a; Statista, 2018a

According to the CIPD survey on the age distribution of employees in small and medium-sized enterprises in the UK (CIPD, 2014a), the proportion of Generation Y and Z is about 31%. Aetna has too few Generation Y and Generation Z, in the light of Table 3, the proportion only 26%, employees' aging trend is very serious.
Generally speaking, the age diversity in Aetna needs to be strengthened. If the proportion of young people is too low, there are several problems for Aetna. First, Higher wage costs. As more and more senior employees choose to retire, the company finds that the overall salary budget is expanding. As we can see from Figure 13, Most people over the age of 60 are at the top of the salary range and in many cases exceed that level. Younger employees, if promoted to these positions, usually pay at the lower end of the salary range. Second, old employees are more difficult to manage. When interviewing or managing older and experienced employees, department heads may feel less comfortable. For managers aged between 30 and 40, it is easier to manage young team members, because power can be developed through age-related hierarchies. When team members are older than their managers, managers sometimes encounter difficulties in following instructions. Third, Aetna needs the energy of young staff to win the competition. Technology companies are taking over the insurance market. We often see our peers as competitors, but the real competitors may come from other industries. Aetna Market Research in China has found that the greater digital threat faced by traditional insurance companies may come from technology giants such as Alibaba. In China, these companies have created huge digital financial platforms, including banks, payments, and insurance, which they plan to extend to other markets. Alibaba, Tencent, and Ping An are supporters of Zhongan, China's first all-digital insurance company. The average age of Alibaba employees is 32.2 years, while Tencent employees are younger, only 28.9 years old(Sina, 2018). So, we have to be technologically ahead of our peers. All this requires recruiting and retaining young people and building innovative and thoughtful teams.

Figure 13: Cost of Old Employees is High

Source: Janco Associates, 2018
[bookmark: _Toc534635764]4.2.2 Age Discrimination
[bookmark: OLE_LINK29][bookmark: OLE_LINK30]When we have a pluralistic and inclusive working environment, we will avoid lawsuits about age discrimination. Age discrimination is based on discrimination or unfair treatment of a person's age (Age UK, 2017). The Employment Age Discrimination Act (ADEA) of 1967 prohibits age discrimination against persons aged 40 or over. Perceived and actual age discrimination is a major problem in the business world: Germany has enacted a law prohibiting discrimination in the workplace since 2006. The new law cost German companies 1.75 billion euros (Hoffjan and Bramann, 2007) in the first year of its entry into force through more expensive recruitment procedures, changes in structure and processes, and litigation.The Equal Employment Opportunity Commission (Figure 14) receives about 20,000 complaints of age discrimination each year. In 2018, a Federal Security Research Institute in Northern California will pay $37.25 million to settle the lawsuits filed by 129 older workers who say they have been dismissed as a result of age discrimination. IBM is facing a class action lawsuit filed by former employees, who say the technology giant discriminates against them based on their age when they fire them.
Age discrimination affects health. When older people internalize negative information from the media and people around them, it can lead to stress, depression and a higher risk of heart disease. There is a significant link between age discrimination and poor health in the future. Age discrimination can also cause tension within the company and affect employees' emotions, thus affecting employees' performance and resulting in a rise in staff turnover.
For Aetna, paying for age discrimination is not only a loss of money, but also a blow to corporate reputation. Because older employees account for more than the labor market when dealing with relationships with baby boomers and generation X personnel (including promotions, transfers, dismissals, etc.), they should be respected and more cautious about whether they feel age discrimination. If they are not handled properly, they will damage the reputation of the company and need to pay a lot of money. Compensation for the amount. We have a " Notice of Non-Discrimination" on our website: Aetna complies with applicable federal civil rights laws and does not discriminate on grounds of race, color, nationality, age, disability or gender.
Figure 14: Age Discrimination in Employment Act (2010-2017)

Source: U.S. EEOC, 2017

[bookmark: _Toc534635765]5. Recommendation
[bookmark: _Toc534635766]5.1 Constructing a Reasonable Age Structure
[bookmark: _Toc534635767]5.1.1 Ensures Age Diversity through Big Data and AI Technology 
Big data and AI technology can reduce turnover rate by finding the most accurate talent, and can observe the age distribution of employees within the company.
· Big Data.The insurance industry is big data. It helps HR professionals understand their employees, helps them gain insight, and allows HR professionals to make decisions driven by important information. Big data can timely and accurately reflect whether the age structure of employees has problems. provides HR managers with a factual view of the current workforce and helps them discover new trends. In addition, analysis can help recruiters assess potential employees and enable to make better risk management decisions. (Megan Marie Butler, 2018). 
· AI. Thousands of case studies of Top grading companies show that before starting to Topgrade, only about 25% of the people hired and promoted turn out to be high performers. That means three out of four people hired turn out to be mis-hires(Brad Smart, 2015). According to the CIPD, the average recruitment cost of filling a vacancy is £4,000, increasing to £6,125 when the associated labor turnover costs are included(CIPD, 2009).  For employers, the influx of unqualified resumes is a huge consumer of time and resources. In the insurance industry, once AI system is purchased and adopted by companies, it will become a new standard for effectively screening candidates, using large data in a very accurate way, analyzing and real-time customer service chat robots. AI could source a quality short-list within 20 to 30 minutes. A task that would have taken a recruiter 2 to 3 days to complete(Sue Shortland, 2018).

[bookmark: _Toc534635768]5.1.2 Establishing a Strong Employer Brand
[bookmark: OLE_LINK35][bookmark: OLE_LINK33]For Aetna, attract and retain the best talent by establishing a strong employer brand. Recruiting young people is a problem for the whole insurance industry. Young people think it's an old industry, without a set of valuable goals, a fascinating working environment, and the additional allowances they expect in other areas, they tend to choose reputable organizations like Apple or Google. According to the Pew Research Center, the insurance industry in the United States is facing an imminent talent crisis. It is expected that 25% of insurance professionals will retire within three years and 400,000 jobs will be vacant by 2020，and only 4% of Millennials are interested in insurance jobs(Mikaela Parrick, 2018). As Gallup pointed out, neglecting to take measures to reach out to insurance executives of this age group poses a risk to their companies(Daniela Yu, 2015; Jeremy Sutter, 2018). This is a problem that insurance companies can solve through better outreach. For example, setting up interpersonal relationships by sending delegates to the campus for lectures and question-and-answer sessions will help to show young students and graduates a lot of vitality and value in insurance work. That's not to say it's easy to change this negative impression, but the basic outline of the solution is clear: proving to the millennials that insurance is a good place to have a career.
According to the Aetna survey, 33% of employees are proud to be part of the Aetna brand, while 73% think they work in a positive working environment. Aetna's employer brand includes retention C, office culture D, and happiness C. Aetna accounts for 30% of similar size companies in terms of retaining the ability of high-quality employees. 29% of employees would not leave Aetna if they got more jobs, while 49% would be very excited to go to work every day. Overall, 40% of Aetna employees believe that the company is doing its best to retain them, while 60% of employees may be considering new employment opportunities. Overall, Aetna is not so easy to find high-quality employees, and how to retain them is also very important.  Beginning in January 2017, Aetna launched a student loan repayment program that matches loan payments of up to $2,000 a year (up to $10,000) for full-time U.S. employees who graduated on or after December 1, 2013. Part-time employees, Aetna contributes up to $1,000 a year, with a ceiling of $5,000. Aetna is also planning to move its headquarters from Hartford to New York City to expand the influence of employer brands. Aetna chose a big city with a growing digital economy, which has become a major presence for Amazon, Apple, Google, and other big employers.
[bookmark: _Toc534635769][bookmark: _Hlk534383607]5.2 Eliminating Age Discrimination through Training
As the age structure of employees has changed, age diversity training is more important than ever. But for HR managers, race, gender, and ethnicity are often the priority themes for diversity training. We know that negative age stereotypes can have a devastating impact on communication and team relationships. Global competition now creates an environment involving rapid change and complexity. Many employers conclude from their experienced employees that their experience, knowledge, work habits, attitude and commitment to the quality of work, loyalty, punctuality, ability to remain calm in a crisis and respect for authority are important, but older employees are also well versed. Often considered inflexible, reluctant to adapt to technology, lack of enterprising spirit, resistance to new methods, some physical limitations, higher costs of health insurance, and complacency. Young employees also face age-related challenges, and young professionals also encounter job seekers and employee bias. The stereotypes of people born in the early 1980s and early 21st century have led some companies to be reluctant to hire people under 40. These attitudes and stereotypes include the lazy, spoiled, unpredictable, unreliable and unprofessional views of young workers. In addition, employers tend to think that young workers are unfaithful and leave their employers once they have a better chance. According to the U.S. Bureau of Labor Statistics, 45-54-year-olds work twice as long as 25-34-year-olds. It is these people who are responsible for designing and implementing age management policies, and cross-training and development activities for employees of different ages seem increasingly important. First, in terms of the content of the training, there is a need to universalize the anti-AGE discrimination bill. Failure to recognize this problem may actually be an obstacle to achieving true equality in the workplace. The development of anti-AGE discrimination legislation and policies and practices aimed at promoting age diversification and retaining older workers is not enough in itself to create an enlightened age workforce. Secondly, through training, an "age-positive culture" has been established within Aetna, which attaches importance to and recognizes employee welfare by supporting the actions of employees of all ages. Adverse organizational culture can cause older employees to leave the organization, and age barriers can continue to exist in an organization that seems to have an enlightened culture when these cultures are extended by some line managers. The relationship with line managers may have a significant impact on a person's decision to continue working and on the formation of an organization's attitude towards age. Organizational culture and the support of line managers are two of the most important influences. Whether an elderly individual can successfully make career transformation shows how important it is for line managers to receive age management training. Recognizing the important role of managers in supporting different age cultures, Aetna could finally set up an age action team to encourage managers in various business sectors to develop action plans to adapt to the aging workforce of the company, thereby resolving the problem of age imbalance. Let's enact the Employment Age Discrimination Act for our employees.

















[bookmark: _Toc534635770]6. Action Plan
	Recruitment
	To create a virtual reality experience at campus recruitment fairs, students can wear VR headphones and visit companies through mobile phones. Gen Z's intern feedback improves the content.

	
	Launched the competition of social survey on medical insurance and offered some funds to reward the participants in order to expand the influence of Aetna.

	
	Publish advertisements regularly in campus newspapers to provide industry-specific presentations for University campuses.

	
	Internship Program. Interested students are invited to visit company facilities and meet with business leaders. Discuss anything they want to discuss, record current students'problems, comments, and concerns, and collect valuable data to achieve the goal of recruitment.

	
	Use social media networks (such as Facebook, Twitter, LinkedIn, etc.) and websites (such as blogs, forums and websites), deal with negative comments about the company.

	
	Organize sports competitions, set up awards to encourage people of all ages to participate, and publicize health concepts.

	
	Use peer-to-peer recommendation. Provide employees with some freedom in social media, and provide them with a platform to build their own brand by sharing their work and life elements with others.

	Training
	Use pre quiz to start the conversation, find out employees'awareness of age discrimination, and the training will have a follow-up test. Participants will remain involved to improve their pre-quiz scores in the final test.

	
	Grouping employees by age to discuss or solve case studies or work situations. For old employees, this is a good way to pass on experience to new employees, similarly, younger employees can express their new ideas to older employees.

	
	The company evaluates the age composition of employees every six months in order to cultivate employees'awareness and assess whether increasing age diversity and age discrimination can become potential barriers to performance.

	Retainment
	By offering other benefits such as flexible time or telecommuting, it goes beyond providing medical insurance and paid vacation. 

	
	Care for the mental and physical health of employees and ensure that employees work in a multi-faceted and inclusive environment
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Uninsured population	65 years and older	55 to 64 years	45 to 54 years	35 to 44 years	26 to 34 years	19 to 25 years	Under 19 years	0.02	0.11	0.15	0.2	0.22	0.16	0.14000000000000001	Total population	65 years and older	55 to 64 years	45 to 54 years	35 to 44 years	26 to 34 years	19 to 25 years	Under 19 years	0.16	0.13	0.13	0.12	0.12	0.1	0.24	



USA(2010)	
Traditionalists	Baby Boomers	Generation X	Generation Y	0.05	0.36	0.34	0.25	Aetan(2010)	
Traditionalists	Baby Boomers	Generation X	Generation Y	0.01	0.38	0.46	0.15	


USA(2017)	
Traditionalists	Baby Boomers	Generation X	Generation Y	Generation Z	0.02	0.25	0.33	0.35	0.05	Aetan(2017)	
Traditionalists	Baby Boomers	Generation X	Generation Y	Generation Z	0.01	0.3	0.45	0.25	0.01	


Salary	
30	40	50	60	70	47000	58000	70000	79000	80000	Workers' Comp	
30	40	50	60	70	2000	3000	4000	5000	6000	Health Ins	
30	40	50	60	70	6000	6000	10000	14000	17000	



Receips	
2010	2011	2012	2013	2014	2015	2016	2017	23264	23465	22857	21396	20588	20144	20857	18376	



2010	
Traditionalist	Baby boomers	Gen X	Gen Y	Gen Z	0.01	0.38	0.46	0.15	2017	
Traditionalist	Baby boomers	Gen X	Gen Y	Gen Z	0.01	0.3	0.45	0.25	0.01	
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