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Executive Summary
This report aims to present facts and arguments to Aetna’s board members regarding the importance of enhancing the diversity strategy by attracting and retaining Millennial talents. The research draws attention to the fact that the proportion of Millennials in Aetna is relatively low. Recruiting Millennials can help Aetna enhance customer service, build future talent pipeline, generate diversity and innovation, and adapt to technological development, which will facilitate Aetna to achieve “the Aetna Way”. However, the biggest challenge of recruiting Millennials is how to attract and retain Millennial talents.
For Aetna, UK and China are two very important overseas markets. This report also aims to convince Aetna’s board members that, as an MNC, the different organizational contexts in these two different countries requires Aetna to develop different strategies to recruit Millennials. The STEEPLE model was used to identify the external contexts of Aetna’s HR strategies regarding socio-cultural, technological, economic, environmental, political, legal, and ethical aspects in the UK and China. 
Recommendations discussed include:
Aetna needs to identify the common and distinctive needs of Millennials in different areas. On one hand, Millennials in the UK and China share the interests on income, corporate culture, continuous development, teamwork, technology. On the other hand, offering flexible-working is effective attracting and retaining Millennials in the UK, while trying to relieve the pressure of mortgage can help to recruit Millennials in China. 
Graduate recruitment can be an effective way to attract well-educated Millennials. In the UK, Aetna can build a relationship with the career service of the university, sponsor final-year projects and provide student placement and paid internship programs. In China, Aetna needs to build close co-operation with the university and try to integrate the internship programs into the university’s curriculum design.
Aetna also can expand the utilization of social media and mobile technology in recruitment advertising, job interview, communication among employees and clients. In China, social media and mobile technology can be used as an effective tool to enhance internal communication.
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As a world-leading healthcare insurance company, Aetna has long been exploring the overseas market for several decades and has made great achievements. Due to the development of globalization and the impact of the recent financial crisis, the world market has become more and more competitive and dynamic. Aetna needs to enhance the diversity strategy to gain competitive advantages to better serve clients around the world.
With the identification of the low proportion of Millennial employees in current Aetna’s workforce, this report tries to draw Aetna’s board members’ attention to the importance of Millennials recruitment. Currently, only 25% of the employees in Aetna are Millennials. With the population ageing, Millennials will become the major source of the employees and the main part of the customers of Aetna. Further, recruiting Millennials can facilitate the “Aetna Way” to enhance customer services. 
As the UK and China are the most important overseas markets of Aetna, this report also aims to draw Aetna’s board members’ attention to the necessity of implementing different Millennials recruitment strategies in these two areas. Management of Aetna needs to realize the distinctive organizational contexts can greatly affect Aetna’s HR strategies. The socio-cultural, technological, economic, environmental, political, legal, and ethical contexts of UK and China need to be assessed to design different methods for Aetna in order to successfully attract and retain Millennials talents. 
The following activities were undertaken in order to achieve the objectives of the report:
Firstly, current situations regarding globalization and Millennial employees in Aetna were outlined;
Secondly, the benefits and challenges of attracting and retaining Millennials were listed and justified;
Thirdly, in order to develop Millennial recruitment strategies in the UK and China, the organizational contexts of these two countries were analyzed by using STEEPLE model;
Lastly, recommendations regarding focusing on Millennials’ needs, graduate recruitment and expanding the application of social media and mobile technology were proposed.
[bookmark: _Toc534622187]Globalization and Generation Diversity in Aetna
Aetna, founded in 1853, is one of the leading health insurance companies in the world. Currently, Aetna offers a range of health care insurance services to about 38.8 million customers around the world (Aetna, 2018a). Aetna began to explore overseas markets in the 1960s by acquiring an Australia based assurance company. Then, Aetna expanded the international business to Europe and Asia in the 1980s. Today, besides American Headquarters, Aetna operates branches and subsidiaries in Dublin, London, Shanghai, Hong Kong, Qatar, Dubai, Abu Dhabi, Singapore, Manila, Jakarta. Aetna also provides global member support to assist customers in more than 170 languages and 180 currencies. (Aetna International, 2018). Aetna has truly become a multi-national health insurance giant.
Aetna aims to deliver tailored and differentiated services to the diverse customers of the company. In order to achieve this goal, Aetna has been making great efforts to build a workforce as diverse as the customer base to enhance the understanding of the customers’ requirements and the communication with the customers. Aetna also has endeavored to form an inclusive culture to respect and value the uniqueness and value the talent of each employee to enhance customer service quality. Thus, diversity and inclusion are believed to be decisive factors to Aetna’s success (Mooney, 2018). 
Aetna has been trying to build a generationally diverse workforce. Currently, 30% of Aetna’s employees are Baby Boomers, 45% are Gen Xers, and 25% are Millennials.

Figure 1: Generational Diversity in Aetna

(Source: Aetna, 2018c)

Aetna is deeply committed to Equal Employment Opportunity/Affirmative Action (Mooney, 2018). Aetna’s policies aim to provide equal and fair opportunities to every company member and client, irrespective of their personal characteristics, including age, gender, ethnicity, national origin, marital status or family status, religion, and so on, covering all aspects of company practices, including recruitment, training, promotion, appraisal, relationship with our customers or suppliers, and so on.
15 Employee Resource Groups have been founded to enhance the inclusive culture of Aetna and encourage employees to demonstrate their talents, including Gen Y ERG. Gen Y ERG helped Aetna to create and post a short video on YouTube to recruit Millennial employees. (Aetna, 2018b) 
[bookmark: _Toc534622188]Benefits and Challenges of Recruiting Millennials
With the dynamic economic environment and demographic change of population and workforce in many countries, many multi-national corporations are facing the fierce competition of attracting young talents. Millennial, the generational demographic cohort following Gen X, is the newest generation in the workplace. There is no uniform age range definition for this generation, “Millennials” used in this report refer to people who were born between 1980 and 1999. Although Aetna has committed to building a generationally diverse workforce, only one-quarter of Aetna’s employees are millennials.
The “matching model” can be used to assist in developing HR strategies to match the business strategy of Aetna. According to Farnham (2010), when an organization needs to implement competitive strategies, innovation, creativity and long-term goals are most important; in order to match the business strategy, HR strategies need to incorporate diversity and inclusion, low pay rates and broad career paths. Recruiting more young people is a good way to generate innovation, enhance diversity and lower costs for Aetna. Thus, attracting and retaining Millennials is one of the biggest opportunities and challenges for Aetna.
[bookmark: _Toc534622189]Recruiting Millennials to Offer Better Customer Service
The primary reason for Millennial recruitment is to enhance customer service. Aetna aims to build a workforce as diverse as the customer base to better understand and serve the customers. There are 1.8 billion Millennials globally, accounting for one-quarter of the world population; Millennials will be the largest generation in a few years (Tilford, 2018). According to the 2016 population estimates of the United States, Millennials are expected to outnumber Baby Boomers and become the largest generation in 2019 (FRY, 2018b). Although the major target customers of healthcare insurance companies are the elderly, Millennials will be the main part of Aetna’s customer base in near future.
Aetna currently serves over 200 universities by providing affordable health plans to colleges students, who represent a significant share of Aetna’s customers (Aetna, 2018a). Recruiting Millennials can enrich Aetna’s understanding of the young customers and enable Aetna to offer better services.
[bookmark: _Toc534622190]Recruiting Millennials to Build Talent Pipeline
Another important reason to recruit Millennials is to secure talents for the future (CIPD, 2012). Millennials have been the largest generation in the labor force, they are projected to account for 75% of the Global labor force by 2025 (Catalyst, 2018).

Figure 2: Generations in US Labor Force

                                                    (Source: Fry, 2018a)

In 2016, Millennials exceeded Gen Xers to become the largest generation of the labor force in the United States; the 56 million Millennials, who have been employed or were looking for employment, accounted for more than 35% of the total labor force in the United States (FRY, 2018a). From the above data, it can be concluded that Millennials will be the major source of Aetna’s employees in near future.
With the tendency of ageing, talent shortages will continue to increase globally. In the UK, 13.5 million job vacancies will need to be filled in the next ten years, even the immigration will not be able to fill the gap, thus the employers has put great efforts in Millennial recruitment in order to build their future workforce and talent pipeline. (CIPD, 2012)
In Aetna, 30% of the employees are Baby-boomers, the generation aged between 78 and 54, and 45% are Gen Xers, the generation aged between 53 and 39. The average retirement age is around 63 in the United States, between 62 and 64 in the UK, and 55 in China (Office of National Statistics, 2013; Elkins, 2017). Considering majority of the Baby-boomer and part of the Gen Xers will retire from Aetna in the next decade, replenishing young employees to fill the vacancies is a major challenge for the company. Also, recruiting Millennials now can enable the experienced staff to pass their experience and skills to the younger generation before retirement to maintain Aetna’s competitive edge and customer service excellence.
[bookmark: _Toc534622191]Recruiting Millennials to Foster Diversity and Innovation
Due to the impact of the recent financial crisis, the management of Aetna needs to commit to organizational innovation to survive in the dynamic global market. Millennials have their unique ways of thinking and their fresh ideas can challenge existing thinking in the organization (CIPD, 2012; McCracken, Currie and Harrison, 2016). Furthermore, Millennials tend to hold a strong sense of morality, and are more sociable; thus, recruiting Millennials can enhance the diversity and inclusion within the organization (Lowe, Levitt and Wilson, 2008; CIPD, 2012). To conclude, Millennial recruitment can ease the innovation through improved diversity and inclusion within the organization and provide fresh and innovative ideas which are essential to the organization when facing dynamic business environments (Ellis, 2016; McCracken, Currie and Harrison, 2016). 
[bookmark: _Toc534622192]Recruiting Millennials to Adapt to Technological Development
Technological innovation has greatly reshaped the way of doing business. In the first ten years of the 21st century, Internet and E-commerce dominated in the business sector. Currently, social media and mobile technology have been the major areas companies marketing their products and services, conducting business transactions with clients, and managing internal and external resources. Aetna has proactively made huge investments in new technology, such as social media marketing and mobile apps. Millennials grew up with digital technology, they are better educated and more adaptive to the development of technology. It is undoubtedly that Aetna will continue investing in the newest technology to enhance performance and service in the future, Millennials are fast learners of the technology comparing to Baby Boomers or Gen Xers, which will enable them to be much more competitive in the workplace.
[bookmark: _Toc534622193]Millennial Recruitment and the Aetna Way
Table 1: Millennial Recruitment and the Aetna Way
	Integrity
	Millennials tend to be well-educated, have a strong sense of ethics, and be more environment-friendly. Recruiting Millennials can improve business ethics and CSR of Aetna.


	Employee Engagement
	Millennials tend to be more racially and culturally diverse, self-motivated, and eager for development. Recruiting Millennials can lead a positive impact to employee engagement in the workplace.


	Excellence and Accountability
	Recruiting Millennials help Aetna to build future talent pipeline. The fresh ideas of Millennials can help Aetna to generate innovation. Thus, the competitive edge of Aetna can be maintained and reinforced.


	Quality Service and Value
	Millennials are adept of technology which enable them to communicate with clients more effectively and provide quality service in the context of technological innovation. Recruiting Millennials also help Aetna to gain better understanding of university students who are an important part of Aetna’s customers. 



To conclude, the four aspects of “Aetna Way” can be enhanced by Millennial recruitment in order to achieve the core belief of Aetna.
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Despite the benefits brought by Millennials to organizations, there are critics and arguments about Millennial recruitment.
The dominant reason for employers’ unwillingness to hire Millennials is the lack of skills and experiences, and training and development can be costly (Brown et al., 2017). However, Millennials tend to be better educated than former generations, a considerable part of them have higher educational experiences, which enables them to be fast learners (National Bureau of Statistics of China, 2010; Brown et al., 2017). According to CIPD (2012), the cost of training can be recouped in less than two years; and providing training opportunities to Millennial employees can greatly enhance employee loyalty. 
The major challenge of Millennial recruitment should be that young people are hard to attract and retain. Employee turnover among Millennials are much higher than Baby Boomers and Gen Xers, which may be caused by the following reasons:
for Millennials, having a fun and meaningful job is very important, tedious and routine jobs are hard to attract and retain them;
Millennials are ambitious, they actively seek for development, companies without clear career path can hardly attract and retain them;
Millennials are looking for flexibility in their jobs, lack of flexible arrangements in the workplace can hardly attract and retain them;
Millennials are enthusiastic about technology, organizations without technologically competitive environment cannot effectively attract and retain Millennials;
Millennials are looking for positive feedbacks, no feedbacks or negative feedbacks from their supervisors or colleagues may cause them to leave;
Millennials prefer positive organizational culture;
their viewpoints to jobs differ significantly to other generations, lots of Millennials change their job just to pursue excitement or new experiences (Kofman and Eckler, 2005; Lowe, Levitt and Wilson, 2008; Cahill and Sedrak, 2012; Smith and Galbraith, 2012; Sherman, 2015; Ferguson and Morton-Huddleston, 2016; Joyce and Barry, 2016).
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Considering Aetna operates its business in distinctive organizational contexts, “best fit” approach was selected to help develop HR strategies for Aetna.
The “best fit” approach, or the contingency model, is often used for HR strategies when facing complex organizational contexts. In this model, HR strategies, which are considered to be closely related to organizations’ competitive advantage, can only be developed according to different business circumstances. The contingency model is very useful for MNCs because MNCs operate in different countries and areas, the national context had great impacts on MNCs’ HR practices. There is no “best” HR practice, only “fit” HR practice which may be effective in one area, while not appropriate in other areas. Thus, HR practitioners need to have a clear vision of the complex business environments in order to develop and implement effective HR strategies and practices. (Farnham, 2010)
The STEEPLE model was chosen to illustrate the External Context of Aetna’s HR strategy regarding UK and China market.
[bookmark: _Toc534622196]The Socio-Cultural Context
The six-dimension model developed by Professor Hofstede is a very useful tool to make comparisons between different cultures. The six dimensions incorporated in the Hofstede model are Power Distance, Individualism, Masculinity, Uncertainty Avoidance, Long Term Orientation, and Indulgence. And the definition of each dimension is shown in Table 2:

Table 2: Definition of 6-D Model Dimensions
	Dimension
	Definition

	Power Distance
	“the extent to which the less powerful members of institutions and organizations within a country expect and accept that power is distributed unequally”


	Individualism
	“the degree of interdependence a society maintains among its members”


	Masculinity
	“what motivates people, wanting to be the best (Masculine) or liking what you do (Feminine)”


	Uncertainty Avoidance
	“the extent to which the members of a culture feel threatened by ambiguous or unknown situations and have created beliefs and institutions that try to avoid these”


	Long Term Orientation
	“how every society has to maintain some links with its own past while dealing with the challenges of the present and future”


	Indulgence
	“the extent to which people try to control their desires and impulses”


(Source: Hofstede Insights, 2018)

The Scores of each dimension of UK and China are shown as following:

Figure 3: 6-D Model Scores of UK and China

(Source: Hofstede Insights, 2018)

The scores between the UK and China are very different in most of the dimensions, implying a huge cultural gap between the two countries.
In the dimension of Power Distance, China scores much higher than the UK, which means a certain level of inequality is acceptable in China, but not in the UK, implying that the different perceptions on manager-subordinate relationships and discrimination in the workplace.
In the Individualism dimension, the score of China is significantly lower than the UK, which reflects the dominant value of collectivism in China and individualism in the UK, implying people’s different attitudes towards employment to be for the interests of the groups in China and self-fulfillment in the UK. 
China scores significantly higher in the dimension of Long Term Orientation than the UK, which means people are more adaptive to the changing environment, implying a strong tendency in pursuing goals in the workplace.
UK achieves much higher scores in Indulgence dimension than China, which means personal desires are very important in British cultures, while people care more about social norms in China, implying employees in the UK may consider work-life balance an essential issue in employment, while work-life boundaries are ambiguous in China. 
UK 
According to Office of National Statistics (2018), the UK population has retained its multiplying tendency since 1982. In 2017, the UK population reached the highest record in history to be over 66 million. The UK population is projected to continue to increase to exceed 70 million in 2029.

Figure 4: UK Population Estimate 2010-2017

(Source: Office of National Statistics, 2018)
In 1974, the median age of the UK population was 33.9, while it surpassed 40 in mid-2014 (Government Office of Science, 2016). About 18.2% of the UK population in 2017 were aged 65 and above; estimation suggested the population of 65 and above would account for 24% of the total UK population in 2037 (Office for National Statistics, 2018). 
In 2015, there were about 8.82 million Millennials in the UK, accounting for 13.6% of the total UK population. About 17% of this age group were non-White ethnic groups, comparing to 13% of the total UK population. (Brown et al., 2017)
About 40% of UK Millennials were college graduates, which showed a significant higher education level than Gen Xers and Baby Boomers (Brown et al., 2017). 
China

Figure 5: China Population Estimate 2010-2017 (million)

(Source: National Bureau of Statistics of China, 2018)

In 2010, about 119 million people in China were aged 65 and above, accounting for 8.9% of the total population (National Bureau of Statistics of China, 2011). In 2017, around 158 million people in China were aged 65 and above, accounting for over 11.4% of the total population (National Bureau of Statistics of China, 2018). The population of 65 and above is projected to surpass 25% of the Chinese population by 2050 (Bailey, Ruddy and Shchukina, 2012).
According to the 2010 Population Census of China, there were over 400 million Millennials in China, accounting for over 30% of the total Chinese population. Today, Chinese Millennials has become the largest generation both in Chinese population and Chinese labor force. More than 30% of Millennials have higher education experience. (National Bureau of Statistics of China, 2010)
The rapid urbanization in China also generated demographic change. About one-third of the world’s biggest cities are in China. In 1950, only 13% of the total population are city dwellers. While in 2000, over 45% of the people in China lived in urban areas. (Seto, 2013)
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For the last decade, social media and mobile technology have become the most influencing factor in people’s lives. With the emergence of new technologies, such as AI, big data and blockchain, technology will continue to reshape the ways of doing business. Millennials are the first generation born with the internet, they are considered to be technologically adept, which endows them strength when integrating the latest technology into the business sector. 
UK
The top three social media platforms in the UK are Facebook, Twitter and YouTube. Majority of the UK employees use social media for personal reasons. Over 90% of Millennial employees in the UK use social media for personal purpose, around 40% use social media for work, significantly higher than the average ratio of all UK employees (26%) and other generation groups (CIPD, 2013). The research of CIPD (2013) also found that 60% of UK employees use mobile devices, such as laptops, mobile phones or tablets, for work. Majority of the UK employees deemed that social media and mobile device led to positive impacts on their work and could facilitate flexible working. 
The technology has greatly reshaped current UK workplace, teleworking has becoming more and more popular due to its advantages, including better work-life balance, lower employee stress and reduced employee turnover (CIPD, 2018). 
China
It is reported that by the end of 2017, there were 772 million Internet users in China, and 97.5% of them browsed the internet through mobile phones (Yu, 2018).
Unlike the UK, the dominant social media platforms are WeChat an QQ which were both developed by the Chinese Internet giant, Tencent. In the Chinese New Year of 2018, Tencent claimed that the monthly active user of WeChat surpassed 1 billion. Although almost all WeChat users are Chinese, the social platforms greatly influenced people’s lives and business in China. For personal users, WeChat is not only a socializing method, but it is also a payment tool. The dominance in the market and various functions have encouraged millions of organizations from both public and private sectors to created their account in WeChat to communicate with mobile users and fulfil complicated business transactions. (Atkinson, 2018)
Aetna has created an official account in WeChat to deliver value-added services to customers.
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UK

Figure 6: UK GDP 2008-2017 (Trillion US$)

(Source: The World Bank, 2018b)

The economy of the UK for the last decade is quite dynamic. The recession following the Financial Crisis in 2008 attacked the UK heavily and resulted in a significant drop of GDP in 2009. Although the UK economy began to recover since 2010, the divorce between the UK and the European Union may have caused another drop.
The dynamic economy also led to a negative impact on Millennial employment. Although the GDP returned to grow after the recession the high level of unemployment rate seemed to remain stable, the 2016 unemployment rate for Millennials was 4.5% (Brown et al., 2017).
China
Despite the negative impact of the Global Financial Crisis since 2008, China has achieved considerable economic growth in the last ten years. In 2010, China surpassed Japan and became the 2nd largest economic entity in the world.

Figure 7: China GDP 2008-2017 (Trillion US$)

(Source: The World Bank, 2018a)

Figure 8: China Disposable Income per Capita 2008-2017 (CNY)

(Source: TRADINGECONOMICS.COM, 2018)

Disposable income per capita in China, which has increased steadily since 2008, reached 36396 CNY (about US$ 5252) in 2017. Massive urbanization in China in China has been closely correlated with economic growth, which also caused other problems, such as traffic, pollution, unaffordable housing prices. Today, thousands of ambitious young people are driven out of big cities simply because they cannot afford the housing expenses. In 2017, the population of middle-income families accounted for 37.4% of the total population, the ratio was expected to reach 43% in 2020 and 50% in 2025. The needs for healthcare insurance would be massive. Between 2009 and 2016, the commercial healthcare insurance premium income grew from 57.4 billion CNY to 404.3 billion CNY, with an annual increase rate of 27.6%. (China Development Research Foundation, 2017)
According to the research of The Insurance Association of China (IAC), there are 149 healthcare insurance companies in China currently, including 6 dedicated healthcare insurers, 75 life insurance companies and 68 wealth insurance companies, who provide 4283 plans to their customers. IAC also made projections, based on the market increase rate between 2012 and 2017, that the healthcare insurance market scale would exceed 1,000 billion CNY in 2020. (IAC, 2018)
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UK
CO2 emissions in the UK have been dropping since 1980, the CO2 emission per capita was about 6.5 metric tons in 2017. Although the oil and petroleum use increased in 2017, the decline of coal and natural gas use still resulted in a 2.6% drop in CO2 emission. (Hausfather, 2018) The environmental issue is one of the major concerns of Millennials in the UK. Thus, being environmentally friendly and offering teleworking can benefit the organization in attracting and retaining Millennials. 
China
The coal consumption in China rose slightly in 2017 after a three-year decline, which might be driven by infrastructure and real-estate investment, coal-fired power generation and heavy industry output. The CO2 emission was 7.45 metric tons per capita, and it rose 1.4% in 2017. Average PM2.5 was 43 micrograms in 2017. However, in heavy industrial areas such as Beijing and Tianjin, PM2.5 could rise to 65 micrograms. Urbanization, industrial production and increasing automobile emission may all make contributions to the air pollution in Chinese cities. The government has taken measures to control the pollution problem in urban areas and determined to cut PM2.5 to 35 micrograms by 2035. (Stanway, 2018) Millennials in China are more concern about environmental issues other former generations, thus, being environmentally responsible will continue to be an increasingly important factor in Millennial recruitment. 
[bookmark: _Toc534622200]Political Context
UK
The most significant political events in the UK in recent years has to be the Brexit. On June 23th, 2016, a referendum was held in the UK and its result decided the UK should leave the European Union. The UK prime minister, Theresa May, invoked Article 50 of the Lisbon Treaty to trigger the Brexit process for the UK and the European Union to reach a deal. The UK is scheduled to leave the European on March 29th, 2019. The Brexit may lead to negative impacts on the economy, import and export, immigration and employment of the UK, evidence can be seen in the fall in the value of BRP. 
China
China has been putting great efforts to open the financial market, the insurance industry will be among the first areas to be fully open to foreign investors (Yiu, 2018). 
Before 1992, foreign insurance companies could only set up offices in mainland China. In October 1992, AIG became the first foreign insurer which was granted to establish a branch in Shanghai. Before China’s entrance to WTO, 16 China-foreign joint ventures and 13 foreign insurer branches were licensed to operate in China, and the insurance premium income in 2001 was 3.28 billion RMB. After joining WTO in 2001, China began to accelerate the openness of the financial market to foreign capital according to WTO agreements. By the end of 2005, 70 insurance organizations with foreign investments had been established, and the insurance premium income exceeded 9.7 billion RMB. From 2005, China insurance market has been fully open to foreign insurance companies. In 2018, the People’s Bank of China declared policies regarding a further opening of China’s financial market. The equity ownership limits of the foreign insurer in life insurance companies will be lifted to 51%, and such limits will be eliminated after three years. Foreign ownership limits in insurance agent companies will be removed. Current restriction regarding business areas of foreign insurance brokerage companies will be eliminated. (Min, 2018)
With these policies, foreign capital will be granted more free access to China’ insurance market. On 25th November 2018, China Banking Regulatory Commission (CBRC) officially approved Allianz the first wholly-owned foreign insurance holding company in China (Yiu, 2018). 
The Chinese government will further open up the Chinese financial market in the future. Although China’s insurance market is still dominated by domestic insurance companies, like PICC, the new policy will definitely encourage International giants, like AVIVA, to increase investment to seize more market share in China.
The controversial “one child” policy, which was launched in 1979 to control the population growth, was ended by China Government in 2015. Although this policy effectively restricted the population multiply rate, it resulted in ageing, labor force shortage and other serious social problems. The Government hoped to improve population balance by allowing families to have more children. (BBC, 2015; Westcott, 2018)
According to the 2010 Population Census of China, 228 million children were born in the 1980s, 175 million were born in the 1990s, only 146 million were born after 2000 (National Bureau of Statistics of China, 2010). A labor force shortage is projected to happen in China in the next several decades. 
[bookmark: _Toc534622201]Legal Context
UK
In the UK, the Equality Act 2010 provides legal protection to people from discrimination regarding gender, race, religion, sexual orientation, disability, age, equal pay (Government Equalities Office and Equality and Human Rights Commission, 2015). 
The legislation, “right to request flexible working”, has been introduced by the UK Government to include all UK employees, employers can only reject an employee’s request for flexible working on reasonable grounds (CIPD, 2018). 
The UK Government also set National Minimum Wage and National Living Wage rates and the rates are updated every April. Current rates for 25 and over is £7.83, the rates will rise to £8.21 in April 2019 (GOV.UK, 2018). 
China
Unlike the UK, China is still improving legal construction. Most legislation was introduced before China open market to foreign investors, China is now trying to direct the legal system to accommodate the market-oriented economy. Currently, the legislation regulating employment in China include the Labor Law, the Labor Contract Law, the employment promotion law, the Union Law, the Law on the Mediation and Arbitration of Labor Disputes, the Collective Contract Regulations, the Work Safety Law; and the Social Security Law. Employees in China can be protected regarding their human rights, well-being and compensation. However, further improvements and adjustment are still in urgent need to fit the fast growth and openness of the Chinese economy. (Du and Chng, 2018)
Part of the regulations regarding employment are outlined as follows:
The employees are entitled to have annual leave depending on the length of services;
All employees are entitled to public holidays introduced by the government;
The maximum working hours are 8 hours a day and 40 hours a week.
There is no uniform minimum wage rate across the country. The minimum wage rates are introduced according to the economic and living expense conditions of different areas.
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Business ethics and corporate social responsibility are very important issues in both the UK and China. However, due to different moral values in the two countries, public’s perceptions of business ethics and corporate social responsibility are different. 
Business ethics used to be governed by traditional business morale in China. When China began to open the market in the 1980s, the concept of Business ethics and CSR came into China, and more and more companies in China began to accept these concepts due to the pressure of economic growth and globalization (Yin and Quazi, 2018).
When implementing business strategies with ethical values, western companies need to take the cultural difference into account. Some effective methods to improve business ethics in western countries are poorly accepted in China. For example, Chinese employees prefer not to make comments, especially negative comments, about their colleagues, while employees in the UK are encouraged to “speak up”. Chinese employees feel much more comfortable cooperating with people of the same rank, and they are trained to respect their supervisors, while employees in the UK are encouraged to communicate with their superiors openly. 
The key ethical challenges for MNCs who want to implement strategies embedded with business ethics in China include corruption, speaking up, discrimination and environmental issues. Chinses government have been put plenty of efforts to eliminate corruption and discrimination in the workplace. Chinese people, especially the new generations, have increasing concern about the effect on the environment of organizations’ operations. To conclude, business ethics and CSR are still in the premature stage in China, but they arouse more and more attention of the public, especially the young generations.
[bookmark: _Hlk534374217]The society and workplace in the UK are much more diverse than China both ethnically and culturally. The research and implementation of business ethics and CSR are more mature, and business ethics values are embedded in organizations’ strategies and peoples’ minds. According the business ethics survey 2018 conducted by Institute of Business Ethics (2018), the top business ethics issues that need to be addressed include corporate tax avoidance, executive pay, environmental responsibility, work-home balance for employees, harassment and bullying in the workplace, employees being able to speak out about company wrongdoing, and discrimination. While for millennials, the most important issues regarding business ethics are corporate tax avoidance, work-home balance for employees, environmental responsibility and discrimination.
[bookmark: _Toc534622203]Recommendations for Aetna’s Millennial Recruitment
The economic downturn and labor force shortage are expected in the UK due to the Brexit. The competition of talents among employers may be increasingly fierce in the future. Aetna needs to use more proactive methods to recruit Millennials in the UK. While in China, the long-term economic prospects are still optimistic. The sufficient labor force supply enables Aetna to select and retain more qualified talents. However, due to the significant drop in birth rate since the 1990s, Aetna needs to establish talent pipelines to deal with the talent shortage in near future. Another reason for Aetna to strengthen the Millennial recruitment strategy in China lies in the fact that people retire in a much younger age than in the UK.
[bookmark: _Toc534622204]Focus on Millennials’ Common and Distinctive Needs
When developing HR strategies and practices to attract and retain Millennials in different countries, the common and distinct interests, values, motivations and other characteristics of this age group in different areas should be taken into account, the differentiated HR strategies can be developed to be much more effective millennial recruitment practices by combing these traits with specific organizational contexts (McCracken, Currie and Harrison, 2016).
The management of Aetna needs to notice that Millennials in different countries share some common characteristics, including more diverse, well-educated, self-motivated, technology adaptive, ethical, environmental friendly and sociable, and so on (Lowe, Levitt and Wilson, 2008; Pew Research Center, 2010; CIPD, 2012; Torrado, 2015; Parent, 2017; Tilford, 2018). For Millennials, income, corporate culture, continuous development, teamwork, technology are the main job attributes that can attract and retain them (Kofman and Eckler, 2005; Lowe, Levitt and Wilson, 2008). For instance, as mentioned before, Millennials are enthusiastic about technology, the application of technology in the workplace greatly enhance Millennials recruitment. The research findings of Sherman (2015), Lowe, Levitt and Wilson (2008), CIPD (2012) coincided that a technologically competitive workplace is a positive factor when attracting and retaining Millennials. Methods, such as regular update of electronic and digital equipment, or active integration of new technology in the workplace, can be implemented by Aetna to create a technologically competitive working environment to attract and retain Millennials.
The management of Aetna also needs to know the distinctive requirements of Millennials in the UK and China due to different organizational contexts.
Life-work balance is an important factor that may influence Millennials’ choice of employment in western countries (Torrado, 2015; Ferri-Reed, 2015; Ferguson and Morton-Huddleston, 2016). In the UK, with the regulation of flexible working by the British Government, employees are entitled to apply for teleworking on reasonable grounds, thus more and more Millennials are looking for flexibility in employment. The qualitative research of Lowe, Levitt and Wilson (2008) also revealed that work-life balance is deemed to be a decisive factor to attract and retain UK Millennials. The main tasks of Aetna’s employees are providing customer services, which can often be achieved by telecommunications. Teleworking is more environmentally friendly, which is a major issue of Millennials’ concerns in the UK. Aetna can provide more teleworking positions to attract and retain Millennials in the UK. 
Flexible working is not among the top requirements of Millennials in China, partially because the employer is only obligated to offer flexible working nursing women according to relative labor legislation. With the impact of Chinese tradition, young people prefer buying instead of renting a flat or an apartment. However, due to the massive urbanization in the last two decades, the housing shortage in cities has driven the price to rise far beyond the reach of young people. Majority Millennials in the urban areas turn into “mortgage slaves” because a significant part of their income is used to repay the loan. Providing a higher level of housing provident fund can be an effective strategy for Aetna to attract and retain Millennials in China. 
[bookmark: _Toc534622205]Graduate Recruitment
More than 40% Millennials in the UK and 30% of Millennials in China have college education experiences. In 2016/17, 750 thousand people achieved higher education qualifications in the UK, about 7.95 million students graduated from universities in China (Chi, 2017; HESA, 2018). Graduate recruitment program can be an effective way to attract well-educated Millennial talents.
As mentioned before, college students are an important part of Aetna’s customers, thus recruiting university graduates can help Aetna to gain a better understanding and provide superior service to the student customers
In the UK, Aetna may use the following methods to improve graduate recruitment.
Building a relationship with local universities is an effective way for Aetna to recruit graduates.
Career service is the principal way for graduates to seek employment, thus, Aetna may co-operate with the career service of the local university to enhance the presence and reputation of the company among graduates. The most common practice is to post recruitment advertisements in university careers portals regularly. Giving guest lectures on campus is also very useful in communicating and attracting potential employees. 
Sponsoring final year projects can also be beneficial for Aetna in graduate recruitment. On one hand, this strategy can enhance Aetna’s reputation among college students, enable final year students to be more familiar with Aetna, and encourage graduates to apply for employment with Aetna. On the other hand, the fresh ideas presented by the students may challenge the existing philosophy of the company and facilitate innovation.
In the UK, the most important and effective way to attract graduate is training, including student placement and paid internship (CIPD, 2012). Many employers prefer placement programs to identify graduate talents because they can gain more information about graduates’ performance to assess their ability and potential (McCracken, Currie and Harrison, 2016). For Aetna, student placement and paid internship programs are much cheaper than recruiting part-time employees and can provide opportunities to identify and select qualified talent for future employment. 
Due to the lack of specific legislation that regulates student internship, the majority of college graduates in China feel reluctant to take part in internship or student placement programs that organizations provide openly with a concern that their rights and interests might be violated. Co-operating with universities can be one of the most effective strategies to recruit Millennials in China.
In China, universities are far beyond higher educational institutions. For recruiters, universities are also the administrative organizations managing college students, which entitle universities great power influencing graduates’ employment choices. For graduates, universities are organizations that protect their lawful interests and represent them in negotiating terms with recruiters in their favor. Thus, universities play an essential role in graduate recruitments. In order to successfully attract graduate talents, Aetna needs to establish close co-operation with universities, which can be achieved through the following strategies.
Aetna can co-operate with universities as a training base, actively participate in curriculum design. Nowadays, a number of universities in China set a clear goal to cultivate practical talents. Universities have put a lot of efforts to create training opportunities in real-life business environments for students within their academic years. As a world-leading healthcare insurance company, it is practical for Aetna to work with universities by providing internship programs to college students as a part of the teaching plan of the universities. Through this co-operation, students can gain practical experiences and get more information about Aetna, the universities can implement the teaching plans and achieve teaching goals more effectively, Aetna can build more close co-operation with the universities, and communicate more information to the students to facilitate future employment. 
The Gen Y Employee Resource Group can also provide advantage to Aetna in graduate recruitment. In China, there is a close bond among college alumni and their teachers, advice from senior alumni and teachers can be very important when graduates try to make their employment decisions. Thus, the Gen Y ERG can effectively facilitate Aetna to build a relationship through current Millennial employees with their teachers and junior alumni to enhance graduate recruitment practices.
[bookmark: _Toc534622206]Expand the Application of Social Media and Mobile Technology
Social media recruitment and mobile technology in the workplace can be effective in attracting and retaining Millennials. Growing up with the Internet and digital technology, the majority of Millennials are heavy users of social media and mobile technology. For most Millennials, social media, especially mobile social media, is much more important than traditional media, like TV, telephone, or newspaper, as a tool of socializing and acquiring information in their daily lives.
In order to attract Millennials, Aetna needs to enhance the presence on social media platforms. As mentioned before, the Gen Y ERG developed and posted a short video on YouTube to help recruit Millennials. Such attempts need to be made constantly by Aetna to enhance corporate reputation among Millennials.
Most employers in the UK and China still favor the face-to-face interview in recruitment practice. Aetna can interview job applicants via social media software or other mobile technology, which not only can lower the recruitment costs, but also show the integration of social media and mobile technology in business practices in Aetna to attract Millennials.
The Management of Aetna also needs to realize that social media has become one of the most important and effective means of communication. Encouraging interactions between employees on social media platform can facilitate to enhance internal communication and create an inclusive climate. Encouraging interactions between employees and clients on social media platform can greatly improve customer relationships by showing customers that their lives matter to us. Aetna can also rely on social media software and mobile technology to release announcement, conduct a discussion or hold a meeting. 
The cultural differences need to be taken into account. Unlike British Millennials, who prefer face-to-face discussion with their colleagues and supervisors, Chinese Millennial employees often feel reluctant to make comments about other people in the workplace. Management of Aetna can use the group discussion function of WeChat, by which Millennial employee may feel freer to give comments and make proposals. Thus, social media and mobile technology can be used as a powerful tool to enhance internal communication in China. 
[bookmark: _Toc534622207]Conclusions
Although Aetna has long committed to diversity management, the importance of Millennials has been underestimated due to their relatively low proportion in total employees. As the development of globalization and impact of recent financial crisis, Aetna needs to enhance the diversity strategy by attracting and retaining Millennial talents in order to gain a competitive advantage because:
· Recruiting Millennials can help Aetna to better understand and serve the customers;
· Recruiting Millennials can help Aetna to establish future talent pipeline;
· Recruiting Millennials can help Aetna to create diversity and generate innovation;
· Recruiting Millennials can help Aetna to adapt to technological innovation.
To conclude, recruiting Millennials can enhance the “Aetna Way” to provide quality customer service. However, the biggest challenge of Millennial recruitment which the management of Aetna needs to address is how to attract and retain Millennials.
As an MNC, Aetna needs to realize to design and implement different HR strategies in different areas due to the different organizational contexts. The organizational contexts, regarding socio-cultural, technological, economic, environmental, political, legal, and ethical aspects, in the UK and China, were analyzed to propose distinctive Millennial recruitment strategies.
The recommended practices for the UK market include:
· Aetna’s Millennial recruitment strategies in the UK need to be aggressive due to the fierce talent competition led by projected economic downturn and labor force shortage;
· Develop recruitment ads with the help of Gen Y ERG;
· Post recruitment ads on the mainstream western social media platforms, such as Twitter, Facebook, Instagram and so on, to increase the presence of Aetna among Millennials with highlighting flexible-working arrangements of Aetna;
· Build a relationship with the career service of the university, and post regular recruitment ads on the career service portal;
· Sponsor final year projects when possible;
· Provide student placement and paid internship programs targeted to Millennials;
· Try to integrate the latest technology in the workplace, encourage employees to use social media and mobile technology as effective business tools to enhance interaction between customers and colleagues;
· Encourage flexible-working arrangement in the workplace.
The practices regarding Millennial recruitment in China should include:
· The optimistic economic prospects and sufficient labor force may enable Aetna to select more qualified employees;
· However, Aetna needs to build Millennial talent pipeline ASAP due to the possible labor force shortage caused by birth rate drop since the 1990s;
· Develop recruitment ads with the help of Gen Y ERG;
· Post recruitment ads on the dominant social media platforms, including WeChat and QQ, with an emphasis on providing housing provident fund to relieve the pressure of mortgage of Millennial employees;
· Try to build a close co-operation as a training base; 
· Try to co-operate with the university by integrating internship programs into curriculum design;
· Try to maintain a close relationship with alumni and university teachers through the help of current Millennial employees;
· Try to integrate the latest technology in the workplace, encourage employees to use social media and mobile technology as effective business tools to enhance interaction between customers and colleagues;
· Use social media and mobile technology software as an internal communication tool to encourage employees to give comments about their supervisors and colleagues, and make proposals to the company.
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