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Executive Summary
World is witnessing the positive impact of globalization in different aspects of human life and businesses over the past three decades. Globalization is not only helping businesses to grow around the world but it is also helping immensely in human development. Diversity is one the blessings that has emerged through globalization which, gave human the opportunity to display their talent by working under the same roof with people from different race, ethnicity, religion, age group and gender. Aetna is one of those company that considers diversity as the core value of the business and the most important element of the organization’s culture. Aetna which is one of the largest and prominent international health benefit provider in the world, carrying its heritage of providing health care benefits for over 160 years. However, recently the management of Aetna is concerned about some people management issues that needs to be addressed and to take necessary steps to get those resolved to the earliest. This report focuses on in-depth research and findings of key people management issues at Aetna US division. The focused issues are diversity in Aetna recruitment and retention policies, as well as diversity in Aetna work-life balance policies. A thorough review of the literatures on the mentioned topics have been done and discussed accordingly in this report. A detailed analysis with related arguments and judgements on the topics have been added in this report. As it is important to observe how other companies are dealing with employee recruitment-retention and work-life balance policies with successful strategies, this report also highlights and compares Aetna’s recruitment-retention and work-life balance policies with the other companies. Finally, based on all the analysis, findings and discussion; selected recommendations have been made that can help the company to overcome the current challenges.
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Aetna’s People Management
1) [bookmark: _Toc534629758][bookmark: _Toc534630159][bookmark: _Toc534630190][bookmark: _Toc534630225][bookmark: _Toc534630516]Introduction: 
Aetna is one of the Fortune 100 listed US based company which is recognized as one of the largest and prominent international health benefit provider in the world. This company carries a heritage of 160 years of providing health care benefits worldwide. The headquarter of Aetna is located at Hartford, Connecticut, United States. Currently there are over 40,000 employees working at Aetna who are providing health benefits to over 800,000 Aetna members around the world (Aetna, 2018). 

The most notable aspect about Aetna is its seriousness and sincerity about cultivating diversity at workplace. Diversity is considered as the core value of Aetna’s business, as well as the most important element of Aetna’s culture. Surprisingly, about 75% of Aetna’s employees are women and among them, 64% holds management position. However, one might think of Aetna being a gender biased organization due to the huge difference in number of male and female employee working for Aetna. But the gender pay gap result of 2018 shows that the proportion of  bonus received payments by the end of 2017 for women was 90.1% and for men it was 88%. Which is almost equal. Not only that, 32% of Aetna employees are people from colour and 4% of the employees have been identified as Lesbian, gay, bisexual and transgender (LGBT) (Aetna, 2018). 

Aetna has six employee networks. These are Aetna African American Employee Network (AAEN), Aetna Hispanic Network (AHN), Aetna Network of Lesbian, Gay, Bisexual and Transgender (Angle), Asian American Network (Asia-Net), Aetna Women’s Network (AWN) and Aetna’s Working Mother’ network (AWMN). All these networks show Aetna’s open handed welcome to diversity (Aetna Annual Diversity Report, 2006). Similarly, Aetna formed 15 Employee Resource Groups (ERG)s which includes employees from different gender, race, ethnicity, religion, geography and multi-generation work force (Aetna Annual Diversity Report, 2008). On the other hand, Aetna’s diversity is not only focused on its employees. Aetna started fostering supplier diversity as well. National organizations such as National Minority Supplier Development Council (NMSDC), Women’s Business Enterprise National Council (WBENC) and The Conference Board’s Council on Supplier Diversity works as direct supplier of Aetna (Aetna Annual Diversity Report, 2006). 

This report will focus on highlighting the benefits of amending, adding and retaining Aetna diversity policies in context to Aetna USA only. However, this report will only emphasize on two people management (HR) issues in relation with diversity. One is Diversity in employee recruitment and retention and other one is Diversity in employee work-life balance. This report will aim to analyse the current Aetna diversity policies, evaluate future potential opportunities and provide recommendations for the successful implementation of Aetna people management policies. 























2) [bookmark: _Toc534629759][bookmark: _Toc534630160][bookmark: _Toc534630191][bookmark: _Toc534630226][bookmark: _Toc534630517]Literature Review:
[bookmark: _Toc534629760][bookmark: _Toc534630161][bookmark: _Toc534630192][bookmark: _Toc534630227][bookmark: _Toc534630518]2.1) Employee Recruitment and Retention:
Commitment, productivity and quality of work of employees are largely influenced by a good recruitment program. On the other hand, relationship between commitment, productivity and quality of work with employee retention are quite complex (Sutanto and Kurniawan, 2016). Rafii and Andri (2015) suspected that concerning the recruitment, employee performance has relationship with employee recruitment. The findings of the research uncovers that employee recruitment and employee performance have a positive and significant relationship with each other. Similarly, Patimah (2015) found that retention is directly influenced on employee recruitment. Evidence have been found that employee retention can be significantly reduced with a good recruitment program which can result in high performance of the employees (Sumarni, 2011). Janjua and Gulzar (2014), supports this statement as they claims as per their findings, that employee recruitment practices and policies significantly affects employees retention.  Maina (2014), added that a well-diversified recruitment program with an attractive employment package is more likely to attract talented applicants for that specific job opening. Majority of the research studies on retention predicts that job satisfaction is the main factor that impacts employee retention. Brown & Yoshioka (2003), states organization culture, pay and benefit scheme, supervisor support and co-worker team work are the important predictor of job retention. However, Freund (2005), mentioned that job satisfaction is not a predictor for job retention but just a mediator. Shaw et al. (2005) conducted a research on studying the micro-behaviour and the macro-strategies gap to retain the employees. As per their study, micro-behaviour and macro-strategical gap can be reduced by ensuring organizational sustainability which can also help minimizing employee retention problem of the organization. On the other hand, Cascico (2000) shared his opinion about the cost of replacing employees. According to Cascico (2000), losing just one key employee costs more than 60% of the departed annual compensation of that employee. Blake (2006), mentioned that the estimated turnover cost is around 30-50% of the annual salary for any entry level employee, for a mid-level employee, it is 150% and for a specialized employee the turnover cost increases to 400%. However, Breaugh et al., (2008), pointed out that turnover cost of any company can be minimized or kept under control by ensuring effective recruitment process. If the recruitment team believes in a diversified organization setup, then it will bring and attract more and more talent from different race, age, ethnicity and gender (Chapman et al. 2005).

[bookmark: _Toc534629761][bookmark: _Toc534630162][bookmark: _Toc534630193][bookmark: _Toc534630228][bookmark: _Toc534630519]2.2) Work-Life Balance: 
Even though literatures on work-life balance is extensive but still the focus on work-life balance research study is shifting persistently. According to Sanchez et al. (2016), early research studies on work-life balance was focused on two main areas of an adults life. One is work and the other is family. However, Chinchilla and Leon (2007), mentioned that nowadays a third concept has been added in work-life balance studies. It is individuals personal development outside the family life. Researchers around the world have debated that both professional and personal life is equally important, even though studies show that there have been high level of conflict among these two spheres. In order to motivate the employees, researchers are now working on developing a greater oriented approach to use work-life balance as a tool for HR management (Felstead et al. 2002). This new approach aims to improve the alignment between the professional and non-professional areas of an employee’s life. Bloom and Reenen (2006), supported this approach by stating that it will help in reducing employees stress and desire for early exit from the organization. Not only that, it will help to enhance the productivity, increase engagement and reduce absenteeism of the employees. Carnicer et al. (2004), tested gender as a variable to find out its relationship with work-life balance. According to them, even though both genders have conflict issue with work-life balance, however, they found women faces more conflict due to the amount of role women plays in everyday life. Cross (2010), added that the biggest obstacle of women’s career development is family life. Thorton (2013), in a research study found that both government and organizations takes essential measures to keep gender equality at work but still women represents only 24% of the management position. In Spain, the figure is less than 21%. He stated that women around the world falls behind due to their family commitment. Many recent research studies examined the balance between work and family life, as well as attempted to measure the control level of work hours and place of work. Greenhaus et al. (2003), suggested that imbalance in work and family life can hinder individuals energy, work performance and productivity. On the other hand, Thompson & Bunderson (2001), stated that conflict and balance are both subjective reflection of individuals personal interest and context. 

[bookmark: _Toc534629762][bookmark: _Toc534630163][bookmark: _Toc534630194][bookmark: _Toc534630229][bookmark: _Toc534630520]2.3) Work-Place Diversity: 
In the era of globalization, diversity at work place have become a common term. People from different age group, race, ethnicity and gender work under the same umbrella to provide competitive advantage to the organizations. As per Bagshaw (2004), diversity forms a type of organizational culture where employees can pursue the desired career aspiration without being inhibited by nationality, ethnicity, religion, gender and race. Kirby and Richard (2000), mentioned that work place diversity is associated with a bundle of benefits at a pluralistic work place. Benefits such as job satisfaction, organizational commitment, productivity and self-perception competence which results in competitive advantage for the organization. Alvesson and Gabriel (2013), stated about pluralism at work place that it works when majority and minority groups in an organization work collectively to create an unique organizational culture which consists norms, values and policies. A successful implementation of organizational diversity program can provide balance of organizational power which may lead to a competitive advantage for the organization (Snyder et al. 2008). However, Talti and Ozbilgin (2012), mentioned about the negative impact of poor implementation of work place diversity. According to Talti and Ozbilgin (2012), poor implementation of work place diversity can result in unsatisfactory outcome, work place violence and abuse and demotivated employees. Kundu (2001), mentioned that diversity can bring organizational effectiveness as it develops experience and reputation by attracting best personnel. Wentling and Rivas (2000), pointed out an important aspect that a company with a diversified group of employees exhibit superior services to the customers. As businesses are becoming globalised, employees of international organizations have to serve customers from different community. Not only that, it helps in positive branding of the organization as well as more and more customers from around the world gets exposed to the brand identity. Roberson and Park (2007), claims that it is the responsibility of the HR diversity management to ideally start off by documenting diversity polices and keeping proper record. At the same time, scholars suggests that HR management should measure the identity profile of each work groups and the perception of individual employees to identify organizational culture barriers that might act as an agent to hinder workplace equality. According to Hudson (2014), the biggest challenge for any HR management is not to form a diversity based culture but to protect the and sustain the culture itself. 




























3) [bookmark: _Toc534629763][bookmark: _Toc534630164][bookmark: _Toc534630195][bookmark: _Toc534630230][bookmark: _Toc534630521]Analysis of the Selected People Management Issues:
[bookmark: _Toc534629764][bookmark: _Toc534630165][bookmark: _Toc534630196][bookmark: _Toc534630231][bookmark: _Toc534630522]3.1) Diversity in Employee Recruitment and Retention

Aetna as a company is growing worldwide as it operate its business throughout United States, Asia, Europe and Middle East. This organization recognises the impact and importance of diversity. As a result the organization opened its door for the talented individuals who are committed towards helping the business grow. As mentioned earlier in the introduction section that Aetna recruits and hires individuals from all race, ethnicity, religion, age group and gender. This is a remarkable approach as it opens the opportunity for the organization to learn, test, implement and execute new strategies in to the business. For example: An employee who is aged over 50 and have working experience of over 25-30 years can share his expertise and experience with a newly joined 20-25 years old employee. Even though the newly join employee supposed to be more energetic, hard-working and capable of hard-work, but he lacks the expertise and experience of the old employee. This is where Aetna is winning as it is allowing all age groups to work together to share their piece of knowledge. 

At Aetna, individuals from different background can become a member of this organization. There are over 100 types of jobs at Aetna which is dedicated for individuals professional development and career tracks. However, the recruitment process needs to be distinctive and well designed as per the job requirements. As Oaya et al. (2003), mentioned that as employees are the most valued and precious asset of an organization, therefore HR management needs to have a well-designed recruitment process. A wrong recruitment can be costly for the organization which can result from an early exit. As a result, not only a well-designed recruitment process is necessary but also an effective employee retention policy. Boglarsky & Kwantes (2004), used the below research model to find out the relationship of organization culture, organization person fit and demographic factors with recruitment and retention. According to the findings  organization person fit and demographic factors have less impact than organization culture. It has been proved that organization culture plays an very important role on recruitment and retention. 
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Figure 1: Research Model on Organizational Culture, Recruitment and Retention.
Source: (Boglarsky & Kwantes, 2004)

Similarly at Aetna, diversity is the main culture and it helps attract candidates from around the world to be a part of the Aetna Family. At Aetna, there are 14% of employees who have been working in the company for more than 20 years. However, there are 38% of employees who are working there for less than 5 years. (Aetna, 2018). This is something Aetna has to work on. This companies main focus needs to be on increasing the percentage of employees who are working for over 20 years and minimizing the percentage of employees who working less than five years. For this, Aetna has to come up with lucrative employee benefit plan. Currently the employee benefits Aetna provides are as follows:
· Adoption Assistance Program: Provides $5,000 reimbursement for adoption expenses.
· Basic Life Insurance: Minimum benefit of $10,000
· Business Travel Accident Insurance: Maximum $1,000,000
· Long-Term Disability: Maximum benefit up to $15,000
· Paid Time Off and Holidays: 18-20 based on the length of service
· Short -Term Disability: Up to 80% of the basic pay. 
An excellent benefit plan is considered as an important factor for employee retention (Laddha et al. 2012). Employee benefit works as a motivational factor that keep employees job satisfaction positive. However, many researchers have argued that working place culture plays the most vital role in employee retention as employee perceives working place culture as an intrinsic motivational factor, whereas reward or benefit as an extrinsic motivational factor (Hartel, 2004). Aetna, considers diversity as the most important element of the companies culture. Therefore, every applicant must understand that diversity is the core business value of this organization, as a result they must prepare themselves accordingly to be able to get recruited and be a part of this company. Compton et al. (2014), mentioned that recruitment can be used as an strategic HRM tool. They also proposed the below diagram to illustrate the ideal relationship between organization and HRM strategies, its function, its plan and highlighting HRM framework that deals with recruitment and selection process. An brief explanation of the diagram is shown in below:
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Diagram 1: Recruitment, a new strategic tool of Human Resource Management
Source: Compton et al. (2014)
In a dynamic organizational environment, a company needs to setup its vision and formulate its strategic business plan by discussing with the shareholders. Strategic business plan will human resource strategy, plan and policy. Once finalized, HR needs to plan for the job design, recruitment and selection process. At the same time, HR management will set HR resource development plan and diversity management plan. Once completed, HR then needs to plan remuneration and rewards systems to attract more and more applicants for the job. As reward is interlink with performance, therefore HR needs to align the performance management strategies with remuneration and rewards systems. In order to implement employee relations strategies, HR management needs to formulate career development and succession plans to make it clear for the recruited employees to what to expect and how to achieve. After successful completion of these steps, HR management and the organization as a whole needs to wait for the strategic organizational outcome. If the strategies and plans are well designed and implemented, it will bring high level of performance, productivity, effectiveness, profitability and desired outcome for the organization. As a result, key stakeholders will be happy and confident to invest more money in the organization.
Aetna US HR management can use this recruitment strategic tool to increase the recruitment effectiveness. As Aetna, focuses on developing any strategy by keeping diversity in mind, this model can be a best fit for Aetna US as it prioritises diversity management plans. However, currently Aetna follows the below steps for recruiting new employees:
· Online Application: Online resume submission.
· Review of Resume: HR reviews the resume and contacts for a phone interview.
· Phone Interview: To get further information about the applicant.
· In-person Interview: Only viable candidates will get call for in-person interview.
· Reference Check: Final step is to contact with the provided references. 
However, Aetna being sensitive about organizational diversity, it is important that recruited employee understands the significance of it. On the other hand, an extra step can be included in the recruitment process by Aetna, which is a psychometric test just upon passing the phone interview. A more detailed discussion on this issue will be drawn in the recommendation part.
As per the recruitment steps of Aetna mentioned above, it reflects that the first step of applying for a job at Aetna is online application. It is a positive approach as it allows applicants from all race, ethnicity, age group, religion and gender to apply for the same job opening. However, Bidwell (2011), mentioned about the positive aspects of internal recruitment. According to him, internal recruitment should be preferred to external recruitment as it saves cost and minimizes the risk of wrong recruitment. Even though, there is no such evidence that shows that internal recruitment has 100% successful rate of hiring the right person for the right job. I believe, Aetna being a company that emphasises on diversity, should provide equal rights to all applicants regardless it comes through internal reference or external application. 
A successful recruitment should be considered as the first step by Aetna HR department. The main job will be to nurture, train and motivate the employees in order to minimize the overall turnover rate of the organization. According to Forbes (2017), organizations can increase job retention and minimize employee turnover by following the below 5 steps:
1) Hiring the right person for the right job
2) Offering competitive pay and benefits
3) Praising employees
4) Showing and training towards career path
5) Allowing flexible working hours. 
Aetna already introduced several workplace diversity programs as mentioned below:
· Women’s Leadership Alliance: Helps women to advance in executive positions. 
· Power of the Purse: It is healthcare research projects that identifies the needs of female patients and provide solution.
· Strategies for Success Leadership Program: This program is designed for the women and people of colour to discuss career development plan.
· Men Advocating Real Change (MARC) Leaders Program: This program is designed to engage men to mentor and support women to advance in executive positions. 

From the above discussed programs it clearly shows that Aetna as a company wants to close down all barriers of women’s career advancement. However, talent of employees is not only limited in male and female gender. There is LGBT group who are also human beings and can have similar or more talent than male or female. Therefore Aetna should consider designing a program that provides equal opportunities to all genders. 

[bookmark: _Toc534629765][bookmark: _Toc534630166][bookmark: _Toc534630197][bookmark: _Toc534630232][bookmark: _Toc534630523]3.2) Comparison of the Recruitment and Retention Strategies with Other Companies:
A. Global talent leaders values the quality of the applicant for recruitment, whereas organizations are more focused on measuring the cost of employee turnover. This is why employee retention has become the top priority of organizations around the world. There are different retention approaches Fortune 500 listed companies take in order to increase the retention rate. One of the world’s largest insurance and Financial company Manulife uses flexibility as the key retention driver. Manulife offers employees with flexible programs which they can do from remote working place and also provide the opportunity to use adjustable schedules for submission of given projects. Azar et al. (2018), mentioned that flexible work arrangement has become a very popular and one of the best approach to retain talented employees and reduce turnover rates. He also added that, it is the line managers duty to come to an understanding with the employees regarding the flexible work schedules. If the line manager and the employee can work out the flexibility among them, then it will help to bring the desired outcome for the organization. At Manulife, managers value the views of the employees and work as a team (Manulife Corporate Citizen Report, 2017). Following figure shows the increase of employees thought of managers being effective over the last three years.
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Figure: 2 Managers Effectiveness Rated by Employees
Source: Manulife Corporate Citizen Report, 2017
Company such as Ericsson puts more emphasis on employee work-life balance and employee wellness. In terms of the work-life balance,  VP and Head of HR of Ericsson Tristram Gray mention that, Ericsson allows employees to work from home as per the agreed days. Not only that, Ericsson makes arrangement of flexible time working as well. That means, keeping the contracted hours same, employee can work more or less in a selected working day.  This approach allows Ericsson to retain 93% of the employees (Human Resources, 2018). Daverth et al. (2016), mentioned that in current corporate world, work-life balance is considered as a highly sensitive issue as employees health and mind is closely related with. A balanced work and life plan can work as an influential factor for employees to feel motivated and enjoy the work. Which helps to retain the best employees and reduce organizational turnover rate. 
Bosch company follows another unique approach to retain the employees. Companies core retention driver is meaningful jobs. This means, employees can effectively change the job as per their skills and interest. Bosch company also allows short-time work hours for employees to keep them motivated. They consider it as win-win situation for both the company and the employees. From employees point of view, they can manage time for family life where as the company’s advantage is that it doesn’t lose precious human capital (Bach and Spitznagel, 2009).  
Despite having all precautions taken by the top companies, still the employee retention is considered as a major concern. There is how the average employee tenure of top company looks like:
	Company
	Average Tenure

	Tesla
	2.1 Years

	Facebook
	2.5 Years

	Airbnb
	2.6 Years

	Netflix
	3.1 Years

	Apple
	5 Years

	Oracle
	7 Years

	Cisco
	7.8 Years


Table 1: Average Tenure of Top Companies
Source: Business Insider, 2018
Aetna as a well-known financial health care service provider can follow some of the mentioned approaches to help enhance the employee retention rate. It is all about taking care of your employees and expecting employees to take care of you. The more Aetna will think about the well-being of its employees, the greater chances are to retain its precious and talented work force. 

B. In today’s employment landscape, persuading employees who are talented, who have quality and who will remain loyal to the company takes more than a handsome salary structure. Employees seek for respect, value and career growth opportunity to feel interested to work for a particular organization (Basak and Vandenberghe, 2016). However, it all starts from the recruitment process. Organizations now a day follows various approaches to recruit new talents. One of the most powerful recruitment approach used by some top companies are known as guerrilla recruiting. 
        
Red 5 Studios is a computer gaming company who follows the guerrilla recruiting approach. The recruitment team short lists 100 best candidates and sends a unique invitation to each one of the applicants. They do thorough research on each of the 100 applicants and sends them special I-pods. This I-Pods have custom designed messages that allows the applicants to discuss about their previous job experience, their likes and dislikes and well as their motivations. The company put this much effort to get the best out of the applicants to measure who fits for the job (Inc., 2017). As Aetna’s culture is derived from diversity, This approach can actually help the company to short list the suitable applicants as per the achievement and skills and later on conduct a personality test before final recruitment. 
Another unique job recruitment approach is introduced by the famous household appliances manufacturer Dyson company. They introduced a new approach to recruit employees before they have completed their graduate degree. It means, Dyson came up with a recruitment plan in which they recruit brightest high school students who are interested on R&D facilities. From the students point of view, it is a big challenge for them as they have to provide full commitment at work at the same time continue their studies. Similarly, in this highly challenging job market, they get a better opportunity of a full time job when they finish graduation. On the other hand, for the company it is a good approach as they are getting the young talents first hand before other companies (Target Jobs, 2017). Aetna, started a similar approach in which they provide a chance to work for Aetna whether a student is still in college or about to be graduated. Aetna introduced, summer internships in which students get the opportunity to gain work experience, gain confidence and sharpen their key skills. According to the records, around 80% interns ended up getting a job just after finishing the internship (Aetna, 2018). Aetna also introduced after after-college opportunities which targets fresh graduates (Aetna, 2018).


 

[bookmark: _Toc534629766][bookmark: _Toc534630167][bookmark: _Toc534630198][bookmark: _Toc534630233][bookmark: _Toc534630524]3.3) Diversity in Employee Work-Life Balance 

Scholars from around the world have shown great deal of interest on work-life balance topic. It is considered as a HRM tool which is becoming intensely popular world-wide for its acceptability. Early studies on this topic was considered as the conflict between family responsibilities and professional works. However, in recent years the term work-life balance have become a part of almost every organization (Adame et al. 2015). According to Abbott and Cieri (2008), it is the culture of the organization that fosters the commitment of workers work-life balance. They also added that the effectiveness and development of organizations work-life balance depends on whether the corporate culture of that organization, encourage it or stifle it. Nord et al. (2002), mentioned that HR management plays the most imperative part in the development of an organizations culture. As work-life balance became a major tool of human resource management to retain and motivate employees, therefore setting up an effective work-life balance policy under equality act is very important. 

Aetna’s culture of diversity reflects that the organization focuses on securing a well prepared work-life balance policy for the employees. Aetna, introduced 24/7 work-life related expert consultation, share of information and helpful assistance to help resource families need such as:

Child Care: Aetna, provides child care service for working female employees.
Parenting: Help and suggestions for parents, especially for new mothers.
Pet Care: Aetna, employees can also get pet care service from the company.
Elder Care: Aetna employees can seek for parents care service from the company.
Disability Care: If there is anyone disabled in the family, employee can request the company for a career.
Educational Support: Aetna helps employees with student loan to carry on with their higher education at a minimum interest.
Online Discounts on Well-known Products/Service Brands: Aetna employees can enjoy great discounts on electronic gadgets, movie tickets, travel packages, jewellery, clothing’s etc. 

All these mentioned facilities are provided to ensure wellbeing of employees family life. Not only that, Aetna introduced health plans and behavioural health plans for employees to help them cope with both their professional and personal challenges. Health programs are designed to relieve stress, quit smoking, increase of physical activities and better sleep (Aetna, 2018). Aetna also introduced free depression and anxiety test for the employees as the company cares for both mental and physical health of the employees. Not only that, the company understands family life challenges and stress of the employees. As a result, there are convenient ways to access work-life services and support. Such as phone call support, where employees can call at any time to share their griefs, problems and difficulties. This service is free and unlimited that helps coach back the employees back on track. There is also face-to-face counselling and solution service which Aetna employees can get free of cost. In this service, a local counsellor provides several sessions to deal with the employee’s problem. Finally there is option for tele video service for which employees just need internet connection and a laptop to do a virtual communication with the service provider (Aetna, 2018).  

Adame et. Al (2015), mentioned that gender has repeatedly appeared in work-life balance research studies. Even though work-life conflict is closely related with both genders but previous studies literature mostly focused on women. The reason being is that, women commitments toward family is considered as their main priority. As a result, there always has been a glass-ceiling for women’s career development. As discussed earlier, women’s represent only 24% of the management positions. Poelmans, & León (2003), stated that women are more likely to ask for flexible work hours over an increase in salary. They also mentioned that, presence of women employee in the organization puts extra pressure on management to implement work-life balance policy. Aetna, understands the pregnancy time challenges for women employees. As a result, Aetna introduced maternity program to provide special attention to the pregnancy and the baby. This program includes benefits such as parental care, new-born care, labor and delivery. Helps finding out pregnancy risks and other issues, screening for depression and follow up appointments (Aetna Beginning Right, 2017). 
Ezzedeen and Zikic (2015), suggested a inductive model of work-life balance in relationship with boundary management. The suggested model is shown and briefly explained in below:
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Diagram 2: An Inductive Model of Work-Life Balance in Relationship with Boundary Management.
Source:  Ezzedeen and Zikic (2015)

According to the diagram, there are two types of motivation in regards to context factors. One is intrinsic which consists of independence, achievement and difference making. The other motivation is extrinsic is consists of flexibility, work-life balance and family. Intrinsic motivation clicks during the start-up stage of an employee’s career, whereas the extrinsic motivation triggers during more mature stage of an employee’s career. In terms of work-life attitude during the start-up stage, employees doesn’t consider work-life balance as an important factor. They consider work-life balance is for people who are not passionate about their job. They consider work as passion, vision, obsession and lifestyle. As a result, in terms of the boundary management, employee’s cuts back social life, have less sleep, negotiates home responsibilities. All these are integration strategies of the employee’s. On the other hand, during the mature stage, employees considers work-life balance as the most important aspect. Here employee’s consider work as financial security, family support and health balance. Therefore according to the boundary management, employee’s prioritize flexible scheduling, work smart instead of work hard and maintains outside commitments. These are known as segmentation strategies of the employee’s. This model illustrates that, employee’s desire for work-life balance grows gradually during his/her career. The more the employee becomes matured, the more sense of realization for work-life balance comes in to play. As a result, Aetna HR management should understand this evolution process of work-life balance need of employees and plan work-life balance policy accordingly. 
Multinational companies are now offering increase of rights to the employees to request for work-life balance arrangements. Organizations have started seeing that family and work do not compete with each other, rather it complements each other (Southworth, 2014). He also mentioned that, in US, flexible working is considered as the most important part of the work-life balance. According to the AARP Public Policy Institute (2018), the increase of women work force in US has increased dramatically in the last three decades. It means the number of female employees have increased. Currently, women make up 46% of the workforce in US. It reflects the level of importance women worker’s put in to making a sound and reliable work-life balance policy for all organizations.
According to Chandra (2012), the responses to work and family life demand differs among people from different countries at various levels of economic development. For instance, in USA, the main driver for work-life balance is the legal compliance, whereas the comprehensive national program addresses that there no end to employees expectation from companies work-life balance policy. Budd and Mumford (2005) stated that the implementation of work-life balance have been promoted with different types of employee motives. Such as employee with permanent or temporary disability, career oriented couple with children, problems associated with work-family life conflicts etc. One of the common strategy used by organizations now a day to strengthen the employee work-life balance policy is making changes to the flexible working arrangements. There are two options that became more popular. One is working from home, where employee has responsibility of family care. According to Aetna Diversity Annual Report (2008), 15% of Aetna employees work from home. The other option is working at an adjusted work hour, where employees can work and cover their contracted hours at a different time slot upon confirmation from the line manager. As per Aetna Diversity Annual Report (2008), 2% Aetna employees gets this facility. 
According to Entrepreneur (2018), the result of a recent study shows surprising statistics about work-life balance across different countries. As per the results of the study, US stands in 30th position out of 38 countries in having a positive work-life balance. However, Netherlands rank first in the list as they have the shortest work weeks in the world which is 4 days/ 29 hours on average. Denmark ranks second as they have provided rights to the employees to choose the work days and option of working from home. On the other hand, US is lacking behind in the race as the average work hours of US employees is found as 8.15 hours and 33% of the employees work on weekend or in holidays as statistics shown in below:

[image: ]
Figure 2: Average Work Hour of US Employees
Source: Entrepreneur (2018)
Another recent research study conducted by Statista (2018), shows US people’s belief of the importance of having a proper work-life balance. According to the findings, 72% of the respondents believes that it is very important to have a proper work-life balance. It suggests that Aetna operating its business in US should provide high level of importance in ensuring a healthy work-life balance for the employees. 
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Figure 3: Importance of Work-Life Balance Among Employees in the US in 2018.
Source: Statista (2018)












[bookmark: _Toc534629767][bookmark: _Toc534630168][bookmark: _Toc534630199][bookmark: _Toc534630234][bookmark: _Toc534630525]3.4) Comparison of the Work-Life Balance Strategies with Other Companies:

In the 21st century, there has been a exponential growth in setting work-life balance policy in organizations. This has happened due to globalization (Anderson et al. 2002). The invention of new technologies have helped to blur the distinction between work place and home. Employees now have better recreation facilities at work place compared to the past. If we consider Google as an example, we will understand by how far HR management have gone to arrange a positive work-life balance for the employees. Google became enormously popular among workforces around the world, because of its employee perks (Chen and Chippendale, 2018).


At Google, employee work-life balance is equally important as organizational diversity. At google there is equal right ensured for employees of all race, gender, ethnicity, religion and age group (Google, 2018). Some of the unique features at Google to ensure employee work-life balance taken from Inc. (2015), are discussed in below:

· Free Food: Google provides food and snacks to the employees free of cost. Food on the menu is changed on daily basis to take care of employees nutrition.
· Google for New-borns: Google provides $500 to the employees who becomes parents. This money is provided to the parents to buy babies food. 
· Entertainment Faculty at Work-Place: To help employee feel motivated, Google arranged an array of entertainment: such as swimming pool, rock-climbing wall, tennis, video games etc.  
· Healthcare Service: Google ensures 100% care coverage for not only the employee but also the family members of the employee.
· Pets Park: If an employee has a pet that is home alone, Google allows to bring the pet at work and leave the pet at the pet park. 
· Laundry and Car Wash Service for Employees: Google offers laundry service such as ironing and dry-cleaning to help employee manage some of their home related works at office. Google also provides free car wash and free oil change facilities to the employees. 
· Private Cabins: Google decorated private cabins to allow employees to spend quality times with loved once during office hours. 
· Personalized Work-Place: Google allows employee to decorate their desk as per their wish. Employee setup the desk with personal stuffs to get homely feeling.
· Gym Facility: Google provide free gym facilities for the employees. Employees can even spend time at gym during office hours. 

Not only that, Google allows employee to work on flexible working hours, as well as working from home facility (Google, 2018). In order to increase diversity and provide employee freedom of work at the same time, one of the latest addition at Google is to allow employees to spend 20% of their time to work on projects of their choice. 

Another organization putting extra attention to employees work-life balance is MetLife. This company is one of the world’s largest and most successful global provider of insurance, annuities and benefit schemes (MetLife, 2018). A research conducted on MetLife employees, show that implementation of workplace benefits foster employees fusion of work and life. The result shows that more than three-fourth of the employees feel more engaged to work and feels more productive. Not only that, 87% of employees feel that having a balanced work-life helps remove anxieties and creates stability. A well proposed and executed work-life balance policy can provide a pathway of work-life enrichment. 71% of employees believe that their employer trusts on them and provides work flexibility. MetLife employees are given the flexibility to work from any remote place (MetLife, 2018). On the other hand, MetLife HR management introduced three special meaningful moments for the employees. First one is family moments, which provides paternity leave for the male employees, as well as allotting bereavement time for the death of a beloved pet. Second one is cultural moments where employees get the chance to form a more human workplace through openness to traditions, cultures, faiths and social beliefs. For example: MetLife provides private facility of prayer rooms for all religion employees. Finally, personal passion moments allows a employee to show and share personal passions with other colleagues at the work place. For example: Playing guitar in an official get together party. All these activities allows MetLife employees to get relief from their work stress and enjoy some personal time with friends and family. 

As like Google and MetLife, Aetna also believes in a diversity based culture. However, Aetna should consider understanding the importance of specific wellbeing of personal life. According to the survey by Statista (2018) shown below, percentage of wellbeing activities by US adults have increased by some margin from the year 2016-2018. 

[image: ]

Figure 4: Percentage of U.S. adults who stated specific wellbeing activities were important to their personal lives from 2016 to 2018.
                           Source: Statista (2018)

If US organizations can provide a well-balanced work-life policy to the employees, then we can hope that the above shown percentage will have positive increase in the 2019, which will result in a overall better outcome for the organizations.

According to Forbes (2018), the below table shows the ranking of 10 top companies for work-life balance 2018:

	Ranking
	Company

	1st
	Starbucks

	2nd
	Intuit

	3rd
	Overstock.com

	4th
	Expedia

	5th
	Costco

	6th
	Nevro

	7th
	Alfac

	8th
	U-Haul

	9th
	Whole Foods Market

	10th
	Zillow



Table 2: Top 10 Companies of 2018 for Maintaining Work-Life Balance
Source: Forbes. 2018

Aetna management recognizes that diversity and inclusion is their best resource and it helps Aetna to deliver a diverse workforce. However, HR management of Aetna can always compare its employee work-life balance policy with other companies to ensure and maintain the same standard or above. The top ten companies of 2018 mentioned above who have been recognized for their effort to make themselves as an example of how to carry on the work-life balance policy, should be Aetna’s compare base to make them a desired organization to work for by the current and future employee’s. 






 




4) [bookmark: _Toc534629768][bookmark: _Toc534630169][bookmark: _Toc534630200][bookmark: _Toc534630235][bookmark: _Toc534630526]Recommendations: 
Based on the above evidences and discussions on various issues related with Aetna, following recommendations are suggested:
[bookmark: _Toc534629769][bookmark: _Toc534630170][bookmark: _Toc534630201][bookmark: _Toc534630236][bookmark: _Toc534630527]4.1) Recruitment Process: 

· In this ever challenging competitive job market, Aetna still follows traditional way of recruiting employees. The five step recruitment process discussed in section 3.1 is used to get employees recruited at Aetna but there will always be doubt about their stability. The reason being, Aetna believes in work-place diversity and recruitment through traditional way can never be enough to get the best out the applicants. An introduction of the psychometric test can be beneficial as it will help Aetna HR management to understand the personality and behaviour of the applicants. An applicant with expected score in psychometric test can be short listed for the final face-to-face interview to understand his/her fit within the diverse culture of this organization.
· As mentioned in section 3.1  that earlier researchers found more effectiveness in internal recruitment as it helps to minimize the risk of wrong recruitment. However, as Aetna believes in organizational diversity, prioritizing internal recruitment can only hinder getting talented applicants from external sources. There should be equal right for both existing employees and potential employees who wants to be part of this organization. Aetna, HR should promote its biased free recruitment process to draw attention of talented applicants from around the world. Emphasizing on online application will surely give opportunities to international job applicants. 

[bookmark: _Toc534629770][bookmark: _Toc534630171][bookmark: _Toc534630202][bookmark: _Toc534630237][bookmark: _Toc534630528]4.2) Gender Equality:

· Even though Aetna is well known around the world for its diverse culture. However, one can easily get confused whether this organization supports women more in comparison with other genders. As mentioned in the introduction part that about 75% of the employees are women and around 64% hold management positions. Aetna should maintain a balance between the male, female and other gender employees in the organization to create a gender equal culture.
· At Aetna, there are several programs designed for women as mentioned in section 3.1 but very few for men and LGBT groups. This can give bias feelings on employees mind and result in demotivated employees. Programs should be designed for career development of LGBT groups as well. They can be equally talented as men and women. Therefore, every employee should be given same treatment at Aetna. 

[bookmark: _Toc534629771][bookmark: _Toc534630172][bookmark: _Toc534630203][bookmark: _Toc534630238][bookmark: _Toc534630529]4.3) Work-Life Balance for Retention:

· Aetna does very little exceptional things to retain their employees. Aetna should come up with similar retention policy as Ericson company mentioned in section 3.2. Ericson company has been successful in retaining 93% of the employee just by making changes in the flexible time working policy. Whereas at Aetna, only 2% employees are allowed to work at different hours as mentioned in section 3.3. This is high time for Aetna HR management to work on this matter. 
· The percentage of employees allowed to work from home at Aetna is 15% as mentioned in section 3.3. This actually contradicts the percentage of female employee working at Aetna. As many earlier research study suggests that women are in more need of working from home facility due to the amount of roles they play in personal and professional life. Therefore, Aetna HR should consider providing freedom of work to the employees. It will motivate and encourage the employees to show more commitment towards the work and the organization. 








5) [bookmark: _Toc534629772][bookmark: _Toc534630173][bookmark: _Toc534630204][bookmark: _Toc534630239][bookmark: _Toc534630530]Conclusion:
Organizations around the world are now highlighting and promoting themselves with two agendas: 1) Eco-friendly Operations and 2) Diverse Culture. However, it is very important to understand to what extent the organizations practice and follow what they actually say. There is no doubt that Aetna as a company have been successful in setting up a diverse culture within the organization. However, every company has strengths and limitations. According to this report, it has been observed that Aetna focuses on employee development and job satisfaction. On the other hand, there is still a lot to do for HR management to make changes in the employee recruitment process. Not only that, recruitment is just the first step as mentioned earlier, the main task of the HR management is to ensure a healthy employee retention rate. That can only be possible if Aetna HR management introduces a new work-life balance policy that includes flexible working hours for the employees and working from home facility. 
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