Challenges and Opportunities of Aetna’s Caregiving Policies — Enhancing Diversity Management By Focusing On Caregivers
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1. EXECUTIVE SUMMARY
[bookmark: OLE_LINK30][bookmark: OLE_LINK189][bookmark: OLE_LINK52][bookmark: OLE_LINK90][bookmark: OLE_LINK91]Caregiving has become a part of life for many employees in the U.S.A. In the light of an estimating of AARP, there are 43.5 million family caregivers, roughly 18.2% of all American adults, who have provided unpaid care to adults or children in 2014. They provide estimated $47 billion unpaid value. When coming to the workplace, it is reported that one in six American caregivers, translated to about 17 % of the American workforce, also have full-time or part-time jobs in the workplace with average working hours of 34.7 weekly(AARP,2015).
[bookmark: OLE_LINK31]Struggling between working and caregiving, the burden of working caregivers grow exponentially. High level of physical exhausted and mental strain, as well as emotional stress, cause the consequences of absenteeism, turnover, going in late and leaving early which severely degrade performance and productivity. Retaining talent in fierce global competition, changing social values on life and work, and increasing aging labor force Retaining talent in fierce global competition, changing social values on life and work, and increasing aging labor force are external motivators for employers to provide a care-friendly work environment. Aetna HR initiatives are the highlight to balance the cost of human capital and improve performance in any organizations especially at the background of economic recession we are facing. The existing policies of caregivers have made a great contribution to the business strategy of Aetna. However, some of the policies also need to be optimized to cope with changes in complex environments.
 Although the traditional concept of caregivers are paid staffs providing home and nursing care, a caregiver in this report refers to family caregiver ( or informal caregiver ) who is an unpaid individual assisting their spouse, partner, family member, friend or neighbor in daily life.




2. INTRODUCTION
[bookmark: OLE_LINK21][bookmark: OLE_LINK190]The economic crisis is the most important challenge we face today. In this context, it has become inevitable for shareholders to consider fiscal austerity. Aetna is a leading enterprise in the insurance industry, and the diversity strategy is the most important internal motivation for the expansion of Aetna business and the core of our talent strategy. We suggest that the board retain the investment in diversity. Investments in diversity in the past have helped our business to reap the considerable return. In Aetna, caregiver ERG is a special group, which is one of our 15 diversity ERG , we investing in the caregivers with various of work-life benefits for the purpose of creating an inclusive workplace, enhancing the employee commitment, retaining the talent and improving the performance.
[bookmark: OLE_LINK49]The report focuses on the investment in diversity policies of caregiver. Firstly, we try to analyze the Aetna’s caregiving initiatives input and return in not only HRM but also in the business success. Optimizing our caregiver support policies and creating a caregiving-friendly workplace is an opportunity to address caregiving challenges. We analyzed the deficiencies of existing caregiving support initiatives in Aetna, and used PEST tool to analyze the complex environment which influence on future recommendations, and put forward further recommendation and actions.
3. AETNA’S APPROACH TO INVESTING IN CAREGIVERS
[bookmark: OLE_LINK50][bookmark: OLE_LINK191]In consideration of the challenge caregivers facing in the workplace, which including lacking time, non-professionals in caregiving and physical and mental health problems, a series of supporting policies are available to employees in Aetna. Focus on three areas: leave policies, direct supports for caregivers and access to employees benefits. The paid time off (PTO)and vacations, Employee assistant programs (EAP) such as Resources for living, and wellness programs are the prime initiatives provided to staff who take responsible of caregiving in family. The Caregiver ERG is another important initiative to support the employees integrate into the company sharing experience and getting help from colleagues who are also working caregivers.
Table 1 illustrates the comparison in caregiving supporting benefits between Aetna and the top American companies. Except for the Aetna existing policies, other data are taken from the survey of benefits managers from 129 most large U.S employers by AARP. Through the analysis, we can see that Aetna’s welfare policies for caregivers is at a relatively high level in the United States. It is worth mentioning that Aetna's direct support for caregivers has the widest coverage, covering all the major initiatives at present. Specifically, Aetna’s core policies for caregivers is as follows: 
[bookmark: OLE_LINK54][bookmark: OLE_LINK40]3.1 ERG of caregiver 
[bookmark: OLE_LINK62][bookmark: _Hlk533891663]Aetna's caregivers ERG is a valuable resource for Aetna, contributing significantly to creating a caregiving-friendly work environment and helping to identify external market opportunities. Considering the different needs of different groups within the structure, the caregiver employee resource group attaches great importance to bringing caregivers into the organization and helping them to relieve stress, communicate problems, participate in health plans provided by the company, and establish a good balance between work and family. It is also easier for the caregiving staff to understand the specific needs of the community caregiver recipients and their families, and the personal experience of the caregiver enables us to provide services for the medical insurance population more deeply. 
Table 1 The existing caregiving supporting benefits in Aetna comparing with benefits from 129 most large U.S employers 
[image: ]
Source: AARP, Caregiving and the Workplace: Employer Benchmarking Survey 2017. And the comparing data come from Aetna’s official website
[bookmark: OLE_LINK192]3.2 Paid Time Off and Vocation
[bookmark: OLE_LINK10][bookmark: OLE_LINK11][bookmark: _Hlk534003139]Paid Time Off (PTO) and Vacation are available to eligible Aetna employees. It typically gives 18-28 days off a year based on length of service. Paid Time Off is one of the most important benefit in Aetna, especially for caregivers or working parents. Besides PTO, 8 days company-paid holidays are provided for all the employees. 
3.3 Aetna Resources For Living(EAP) 
[bookmark: OLE_LINK65]Aetna Resources For Living which used to assist work and life balance is a component of the Employee assistance program (EPA). It consists of a wide range of consultation, information, and assistance that families need, such as elder and child care, caregiver support, urgent/ daily needs, temporary backup care and more. Confidential counseling is provided to employees for the first five assistance.
[bookmark: OLE_LINK59]3.4 Wellness Program
Wellness program concentrates on leading a healthy lifestyle and losing mental strain/stress to employees and their families. Healthy employees mean lower health care costs and more productive workers. 
(1) Healthy Life styles program
A number of programs to help caregivers with lifestyle and condition coaching by well-being professionals, registered dietitians and nurses. Whether it’s: Quitting tobacco products, Losing weight, Starting an exercise program, Managing stress, Eating healthier, Preventing disease, and any other goal employees may have.
[bookmark: OLE_LINK60][bookmark: OLE_LINK53](2) Mindfulness program 
To help employees to have positive emotional, mental, physical and behavioral health. Aetna uses face-to-face technology, online virtual platforms, and digital resources to support its employees, such as Digital apps, Discover Mindfulness, Lifestyle and condition coaching, Mindful Midday calls, center and online programs.
(3)Fitness centers and program
Aetna has fitness centers, gyms or group exercise classes in 46 office locations.
[bookmark: OLE_LINK28]3.5 Work flexibility
In Aetna, the work flexibility is used as an ancillary policy with which more and more Aetna employees are involved in work from home or flexible schedule. The policy contains three types, work from home, variable work schedules and a part-time job, all of them can help caregivers deal with family issues. Different from other types, telework is growing steady, the telework employees percentage changed from 15% in 2006 to 45% to 2010. 
Not all the service are free, the resource for living provides the employee with consulting of legal and finance which is free for first 30 minute and have the 25% discount off the price after that time. We believe that these benefits can directly enhance employee engagement and reduce employee resignation, thus indirectly making our customers profitable.
[bookmark: OLE_LINK5][bookmark: OLE_LINK34][bookmark: OLE_LINK35]4. HOW THE INVESTMENT BENEFITS AETNA?
[bookmark: OLE_LINK61][bookmark: OLE_LINK193][bookmark: OLE_LINK25][bookmark: OLE_LINK26]If a company wants to maintain sustainable competitiveness and industrial leadership in a globalized economy, its owners need to confront the problems posed by caregivers, help them manage their family and work relationships, and provide relevant policy support to ensure the stability and efficiency of the company’s labor force. Benefits and resources in the workplace are applied to support caregiving responsibilities. 
SUPPORTING CAREGIVERS IS AN OPPORTUNITY FOR EMPLOYERS!




4.1 HR benefits
[bookmark: OLE_LINK194][bookmark: _Hlk534154699][bookmark: OLE_LINK77][bookmark: OLE_LINK36]4.1.1 Improving performance and productivity
According to AARP, a majority of working caregivers find it difficult to balance their work with caregiving and adjust their work accommodation consequently. Fig 1 shows the possible negative consequences that caregiving can lead to in workplace, such as workday interruptions, absenteeism, turnover and taking time off. These behaviors not only lead to management difficulties but also directly affect employee performance, resulting in productivity loss. 
Figure 1 Work Accommodations Due to Caregiving

Source: National Alliance for Caregiving and AARP, Caregiving in the U.S. 2009.
[bookmark: OLE_LINK198][bookmark: OLE_LINK195][bookmark: OLE_LINK199]When these consequences are translated into costs, the economic loss is staggering. Table 2 indicates that the US. losing productivity caused by caregivers is estimated about $34 billion annually, which means $2110 each employed caregiver per year (The MetLife.2010). These losses include a series of additional costs incurred by staff turnover, costs incurred by eldercare crisis, performance losses caused by absenteeism and reduced work engagement, and additional management costs.
[bookmark: OLE_LINK182]Among them, absenteeism either direct absenteeism or partial absenteeism such as late arrival and early departure, is the most common work problem of caregiving staff. The absenteeism caused by caregiver is estimated to average 6.6 days per year, resulting in 126 million absenteeism days across the USA, equivalent to a loss of productivity of $25.2 billion per year. (Gallup-Healthways.2011). 
[bookmark: _Hlk534738550]Table 2 Total estimated lost productivity to employers of all full-time employed caregivers in the US.
[image: ]
[bookmark: OLE_LINK72][bookmark: _Hlk534671387][bookmark: OLE_LINK115]Source: (2010). The MetLife Study of Working Caregivers and Employer Health Costs: Double Jeopardy for Baby Boomers Caring for their Parents.
[bookmark: OLE_LINK196]The main purpose of supporting caregivers through various benefits and creating more inclusive workforce is to help employees better solve the interference of caregiving to life and work then reduce the loss of productivity. 
[bookmark: OLE_LINK176]Recently, Gallup conducted a survey on the effect of caregiver support policies on productivity. According to the report, 10 kinds of benefits that support caregivers, give them holidays or help them deal with life problems, can reduce absenteeism (Gallup ,2011). Four of the supporting benefits are most effective to cut down absenteeism, which are “counselors for assisted living and nursing homes, access to networks of support groups ,paid vacation that can be used for caregiving, Paid sick leave that can be used for caregiving”. Although individual benefits do not have much effect on reduction absenteeism, these policies can have a significant impact collectively. If all the programs are provided to caregivers, estimated 6.7 missed days reduction per person per year will return to the employers (Gallup,2011). If the employers increase their offerings to at least eight of these 10 caregiving options, the return for caregivers could add up to at least 5 days. 




Figure 2 How caregiving benefits reduce the absenteeism in the workplace in U.S.A 2011

[bookmark: OLE_LINK66][bookmark: OLE_LINK178][bookmark: OLE_LINK179][bookmark: _Hlk534707553][bookmark: OLE_LINK169][bookmark: _Hlk534708124][bookmark: OLE_LINK137][bookmark: OLE_LINK139]Source: Gallup (2011). Gallup-Health ways Wellbeing Survey: The Cost of Caregiving to the U.S. Economy
[bookmark: OLE_LINK197]Most of company permit employees to use sick leave, vacation or personal days for caregiving but Aetna also focuses on the other initiative assist caregivers. Aetna Resource for living EAP assist employees with their family affairs including caregiver support groups, counseling services, or subsidized in-home backup care for those being cared for by employees for the purpose of a drawback the employees from caregiving and concentrate on the work itself. 
	[bookmark: _Hlk533742125]Aetna Healthy Life Style Program
Policy time: 2005
The purpose of the policy:  
· Reward employees who follow a schedule to improve their health and thus enhance their performance
· Improve employee health and reduce company financial cost through health program.
Participation Number: 28000
Effect on employees: 
Health risk assessments are used in this program to help employees make healthier lifestyle choices. A serious of actives, such as Health Body health weight Program, Weight Watchers At Work and Online, Fitness Centers and Informed Health Line are provided to help them make positive changes.
Outcomes of the investing : 
[bookmark: _Hlk534704880][bookmark: OLE_LINK125]TThe meaningful payoff of this program is that by improving just one health risk factor, an employee can increase attendance by 9% and decrease the rate of absence by 2%.
[bookmark: OLE_LINK96][bookmark: OLE_LINK97][bookmark: OLE_LINK133][bookmark: OLE_LINK114]Source: Aetna(2012)



4.1.2 Enhancing employee loyalty and engagement
[bookmark: OLE_LINK202]Investing in caregiving-friendly policies, which is one of the work-life policies, to help employees keep balance work and life, have a significant impact on improving the employees’ satisfaction, commitment, and engagement. A research submitted by Families and Work Institute in 2008 identified the dimensions which affect the employee attitudes in the workplace, including engagement, job satisfaction and the possibility of retention. ‘Work-life fit’ was indicated one of the strongest related attributes with all of the attitudes, with the second ranks in both ‘Greater job satisfaction’ and ‘Greater possibility of retention’, and with the fourth rank in ‘Great engagement’. (Aumann.k & E.Galinsky,2008) We generally believe that employee engagement and satisfaction are positively correlated with employee loyalty. Many companies use this relationship to increase employee loyalty and reduce turnover.
Table 3  Effective workplace dimensions significantly predicting work outcomes rank-ordered
by relative importance
[image: ]
[bookmark: OLE_LINK58][bookmark: OLE_LINK67][bookmark: OLE_LINK69][bookmark: OLE_LINK76]Source: Aumann,k and E.Galinsky, Families and work Institute, 2008
[bookmark: OLE_LINK203]Wigman Food Market (WFM), an American grocery chain, attaches great importance to the work-life balance of its employees. The company has been awarded the best employer Title almost every year, with a staff turnover rate of only 8%. They argue that the replacement cost of employees is 1.5 times the salary and benefits of the position, and that if 20 employees who intend to leave each year can be retained, it would be equivalent to saving $2.6 million.
[bookmark: _Hlk534697081][bookmark: OLE_LINK103]A practice of equipping the childcare facilities in Aetna is a good example for us to aware of the benefits of investing in work-life . When an on-site daycare center was set in Aetna, the percentage of post-maternity turnover reduced from 23% to 12% (CIPD,2005). The improvement of employee loyalty is not the only the case. The work-life initiatives applied in other organizations, including OAG, Corning, Helene Curtis, House International and Compaq Computers, returned back in employee loyalty and talent retention.
4.1.3 Reducing health care costs 
[bookmark: OLE_LINK48][bookmark: OLE_LINK23]Reducing health costs is an important motivation for us to promote benefits for caregiving staff. Whether in other enterprises or Aetna, high health costs have become a heavy burden . Among our financial costs, as shown in Figure 3, health care costs are much higher than the sum of the other four expenses. In 2009, we spent $24461 million on health care, accounting for 73% of the total cost of $32863 million. In the same year, we paid only $2078 million dollars for employee benefits, which is less than one tenth of the health care cost(Aetna,2011). Therefore, reducing health costs by increasing employee investment is the first priority for Aetna’s HRM, whether in the economic crisis or not.
Figure 3 Aetna financial report about COSTS from 2005 to 2011 (million dollars)

Source: Annual Financial Reports, Aetna,（2005-2011） 

[bookmark: OLE_LINK204][bookmark: OLE_LINK108][bookmark: OLE_LINK111][bookmark: _Hlk534703026][bookmark: OLE_LINK93]The health condition of caregiving staff forces us to face the fact that health costs are increasing. Studies have shown that caregivers are in worse health than non-caregivers, and are more likely to suffer from depression, diabetes, hypertension or lung disease. Four diseases, angina pectoris (chest pain), high blood pressure, diabetes and heart attack, contribute most to employers' health care costs, which increases the medical costs of health care by 8% compared with non-caregivers, and may cause additional losses of $13.4 billion annually to American employers (MetLife,2011). It is worth noting that, compared with their peer, the incidence of cholesterol, hypertension, chronic obstructive pulmonary disease, depression, nephropathy and heart disease is significantly higher to the caregiving Millennium (MetLife,2011), which also poses a challenge to the quality of Aetna's future employees.
[bookmark: OLE_LINK98][bookmark: OLE_LINK99][bookmark: _Hlk533999146][bookmark: OLE_LINK94]We serve the best interests of employees and companies by meeting the nursing challenges of employee. The initiatives supporting employee with work and life balance, such as Aetna Resources for living EPA, can benefit them focus on supporting them dealing with daily caregiving. A series of wellness benefits are also invested to encourage caregivers and other employees to improve their lifestyles, not only in physical health but also in emotional health. Aetna Healthy Life Style Program, Mindfulness Program, Fitness centers and Aetna Critical Illness Plan are designed to help employees reduce anxiety which can help caregivers manage stress related with work and life.
	Mindfulness Program
Policy time:  2011
[bookmark: OLE_LINK100]The purpose of the policy:  Mindfulness and stress reduction 
Participation Number: One-quarter of Aetna’s workforce of 50000 enrolled in a meditation class. These benefits are designed to help employees reduce anxiety and manage stress at the workplace through yoga and meditation.
Effect on employees: Employees are reported that 28 percent reduce stress level, 20 percent improved the sleep quality, 19 percent relieve pain.
Outcomes of the investing : 
· Employees improve efficiency in the workplace, get an average 62-minute increase in productivity every week, estimated $3,000 contributions per employee annually, bout $37 million in total.
· In 2011, the health care cost of paid medical has fallen down 7.3 percent, which account to $9 million in savings. 
[bookmark: _Hlk533999787]Source: Gelles, D. (2015)


[bookmark: OLE_LINK87][bookmark: OLE_LINK85]
[bookmark: OLE_LINK205]4.1.4. Talent recruitment and talent retention
Externally, the insurance industry is on the verge of talent shortage. On the one hand, the existing labor force is aging, and the baby boomer generation has entered the retirement peak period known as the silver tsunami. On the other hand, the expansion of the industry has increased the demand for skilled personnel, which makes the talent pool in the industry shallower and shallower. It is expected that 15,000 new analytical positions will be added to the insurance industry in the United States in 2015, but the turnover rate will put pressure on the recruitment and retention of talents (JACOBSON 2015).
Investing in caregivers provides a solution to attract skilled workers and retain employees at the same time by increasing employee engagement and burnishing the company's brand and reputation. A strong employer brand can reduce recruitment costs by 50% and turnover by 28% (JACOBSON ,2015).Aetna’s investment in caregiver will be of great benefit to our future recruitment and retention of talents. It has helped Aetna to obtain better commercial benefits and has served our employees better. This adheres to our consistent concept of employee as an important resource. Aetna has been named the best employer for many years because it maintains a balance between life and work and provides more services to support employees' better work and development.           
It should be noted that our reserve talent resources of Millennium has two characteristics, higher turnover rate and more sensitive to life-work balance. From the perspective of intergenerational structure, Aetna’s employee turnover data show that the turnover rate of Millennium is significantly higher than Gen X and Baby boomer, up to 20.4% in 2013(Aetna,2017). Optimizing welfare facilities in nursing and staff life balance provides a solution for better recruiting and retaining these talents.
Figure 4   Aetna employee turnover rate by generations  (percent)

Source: Aetna (2017) Building a Healthier World Corporate Social Responsibility Report.
4.2. Facing Customers 
[bookmark: OLE_LINK206]In the ever-changing healthy market, Aetna constantly meets the diversified needs of consumers, which is the reason why Aetna can take the lead in terms of diversity and inclusiveness. The need to take care of family caregivers is becoming a business imperative. By embracing the diversity of our workforce, we will continue to innovate, seek better and new solutions, tailored differentiated services for customers.
Assistant to the local community. In regard of the external environment, there is a high level of customer focus in the local community. Cause working caregivers gain more awareness of other caregivers and recipients’ needs, Aetna organizes volunteer activities in the local community to help community caregivers with care knowledge. This deepens the connection between the company and the local community and strengthens our service to the community and market share. For example, Aetna 's ERG caregivers helped develop a program to help install monitoring equipment in the homes of individuals who need additional care.
Look at it the other way, over the past decade, aging population has driven a huge explosion in demand for health care products and services, leading to dramatic changes in the health care industry. The company invested in working caregivers, but also to our future product optimization design and closer to consumers to provide lots of creativity and market breakthrough. Because population aging is still a growing trend in the United States and around the world, the caregiving market has much room to develop, although it is still in its infancy. At present, Aetna has already launched a series of products to serve the nursing population and their families, the business income of these projects continues to grow. The number of caregivers among our staff will also increase. 
	[bookmark: _Hlk534064331]158%

	How much more likely an entire team is to understand their target customer when they have one or more members who represent characteristics of their target customer ？

	[bookmark: OLE_LINK101][bookmark: OLE_LINK102]           Source: Aetna, Building a Healthier World Corporate Social Responsibility（2016-2017）


[bookmark: OLE_LINK86]
Better understanding the target customer. Working caregivers’ personal experience offers us deeper insights into caregiving market, which help us improve new and better strategies in serving our customers more appropriately and thoughtfully. A five-month program named “breakthrough inclusion” in Aetna in 2016 showed how diversity employees benefit customers. The research indicated that when more than one member of a team represents the characteristics of the target customer, the likelihood of entire group understanding the customer is 158% higher ( Aetna, 2017 ). 
Optimizing product design and service. Our employees who are caregivers can put forward good ideas and practical measures for product design and service from the perspective of customers, which is very helpful for our market expansion and market share growth. For example, in better understanding the needs of customers, our Caregiver ERG helped develop Aetna's Involve Care app to supports caregiver families in 2013. In 2017, the "telemedicine strategy " members to obtain general medical care for routine and common diseases through the Teladoc platform, and to provide virtual medical insurance services through computers, tablets and smartphones. The Teladoc caregiver plan will allow antae members to extend the telemedicine deregistration to your local family members, with three-way visits for caregivers, doctors, and caregivers. AETNA's NEW APP launched products and services in 2018, which can realize real-time monitoring of the health status of the nursed and connect the caregivers, the recipients and the professional care team without obstacles (Muoio,D.2018).
New economic growth point. Our strategies of benefiting caregiving staff have become a new economic growth point for us to serve the society. we serve our employees, invest in improving their work and life balance welfare facilities, make reasonable use of them, and become a new business growth point of our company. For example, Aetna's Employee Mindfulness -base Wellness Program and Resource for living(EAP), after years of internal staff service, effectively improved the performance of employees, became the products promotion for different corporate customers.
[bookmark: OLE_LINK207][bookmark: OLE_LINK109]As we mentioned earlier, the Mindfulness Program in Aetna, launched in 2011, provides our employees with a benefit of stress relief that increases productivity by 62 minutes a week, bringing about 32 million productivity gains. In 2017, the project were put into the market as our product, serving more than 20 business customers, as well as the welfare of many enterprises, so as to cultivate a healthier labor force for them.
The same for Resources for Living program origin for assisting our employees which began 2015 as a pilot program in Texas and New York markets. Then the program was implemented across its entire Medicare Advantage platform in 2017. The program focuses on elders to provide referral services to their offerings, connect customers to senior housing as well as meal delivery, adult daycare, housecleaning and community activities.
[bookmark: _Hlk533263657]5. THE CHALLENGES TO ESTABLISH A CAREGIVING-FRIENDLY WORKPLACE
	“When you come to work you don’t leave your personal life at the door. Understanding how caregiving affects employees is important for part for their well-being and for the employee engagement that employers want.”
[bookmark: OLE_LINK71]— Dr. Hyong Un


[bookmark: OLE_LINK22]Caregiving is something most people will engage in at some point in their working lives. How can employers best support their needs and the needs of their organizations?



[bookmark: OLE_LINK208]Our investment in caregivers has brought both internal and external benefits to Aetna, but as an industry leader, we still have a journey to go to create a caregiving-friendly workplace in the future. Our existing welfare policies supporting to caregivers are at a better level in US, but there are still many companies that pay more attention to the balance between life and work and provide more powerful caregiving support strategies than we do. Deloitte, for example, provides 16 weeks of paid caregiver leave annually to meet employee care needs, including newborn care, care for the elderly, sick and children. Adobe's enhanced family leave program, which provides working caregivers an additional four weeks of leave to care for the sick and elderly, also provides 100 hours of temporary care leave to meet the urgent needs of employee (Gallup,2018). Currently, our leave policies, contain the PTO and Vocation policy, are available to all our employees, and didn't specifically target the Caregiver's , which is also where we can improve to retain talent and guaranteed productivity. In addition, Aetna has always been committed to creating a diverse and inclusive workplace, maintaining the principle of diversity in corporate culture and human resource management, regardless of gender, generation or race. As echo ,the caregiving employees are also multi-generation and multi-gender . Our current caregiver support policy did not differ the needs of different generations and genders. Although this is a relatively new area in benefits design, it will also be the focus of our future benefit system innovation.
[bookmark: OLE_LINK24]The formulation of policy and recommendations is inextricably linked to the complex internal and external environment. In particular, the current economic downturn, changes in the demographic structure, transformation in social value, rapid variation in new technologies, government and legal norms on the industry, combined act on the formulation of our future human resource policy. In order to adapt our strategies to the needs of the complex environment, we use the business strategy analysis tool PEST to analyze the external environment that impacts on human resource decision-making. 

6.THE COMPLEXITY OF ENVIRONMENT OF CAREGIVING-FRIENDLY POLICIES
6.1 Political
[bookmark: OLE_LINK17][bookmark: OLE_LINK209]In the past few years, both the federal government and the state government have enacted legislation and policies on working caregivers, medical security for the elderly, medical assistance, anti-discrimination, and continuation of education for family caregivers, so as to improve their needs and welfare. 
Federal Level. Federal law focuses on safeguarding the rights of caregivers in workplace and the benefits that employers should provide so that caregivers can enjoy fairer work benefits system. The key is the Federal Minimum 12 weeks of unpaid leave (FMLA), the promotion of flexible work and the regulation of paid sick leave.
[bookmark: _Hlk533813584][bookmark: OLE_LINK74]Table 4 The Federal Legislation of Family Caregivers in workplace
[image: ]
[bookmark: OLE_LINK110][bookmark: _Hlk534258925]Source: Reinhard, Feinberg, Choula and Houser AARP, Insight on the Issues Valuing the Invaluable: 2015 Update Undeniable Progress, but Big Gaps Remain
[bookmark: OLE_LINK210]State Level. State legislation varies from areas, concentrating in three fields: polices in exceeding federal Minimum FMLA (12 weeks unpaid leave ), policies enhancing having mandatory paid family and sick leave and acts protecting caregivers from employment discrimination. As of 2015, a number of locations and cities enact in this field.
Table 5 The State Level policies of Family Caregivers in the workplace
[image: ]
[bookmark: OLE_LINK112][bookmark: OLE_LINK33][bookmark: OLE_LINK45]Source: Raising Expectations: A State Scorecard on Long-Term Services and Supports for Older Adults, People with Physical Disabilities, and Family Caregivers 2015.
[bookmark: OLE_LINK211]From the perspective of the industry, the overall level of Paid family leave provided by the financial insurance industry is the highest. According to a 2016 NEBGH and AARP survey, only 13% of workers in the private sector have paid family leave. In the financial and insurance industry, the coverage rate of paid family leave is much higher, accounting for 37% of all the industries. But most companies still don't give employees the option of paid family leave (NEBGH & AARP,2017), Aetna is one of these companies. Generally speaking, our Leave policy is much higher than the bottom line of government law, which is also one of the aspects that we maintain the company's brand. Alternatively, as an industry leader, our welfare policy needs to be optimized constantly, which is the guarantee for us to undertake social responsibility and build a strong talent pool.
6.2 Economic
[bookmark: OLE_LINK212]The economic crisis in 2008 led to the economic downturn. Although 10 economic crisis cycles have been experienced from 1948 to 2011, this recession is the largest in nearly 20 years, and the unemployment rate caused by economic depression is as high as 10% (U.S. Bureau of Labor Statistics, 2011), resulting in the unemployment of 14.9 million American workers (Deloitte 2010). In particular, the long-term unemployment rate (defined as 27 weeks or more of unemployment) is as high as 4.4%, the highest since 1948 (U.S. Bureau of Labor Statistics, 2011).As a result, the industry has taken a huge hit, with many companies and industry employees frustrated and demoralized.
Figure 5 Unemployment rate and long-term unemployment rate(1948-2011)
[image: ]
[bookmark: OLE_LINK68][bookmark: OLE_LINK70][bookmark: OLE_LINK39][bookmark: OLE_LINK113][bookmark: _Hlk534621339][bookmark: OLE_LINK20]Source: U.S. Bureau of Labor Statistics The Recession of 2007–2009 
[bookmark: OLE_LINK213]During the financial crisis, the insurance industry did quite well. After a brief dip in 2008, the industry resumed its upward trend after 2009. However the net income is half what it was before the crisis.
Figure 6 The net income after tax of Insurance industry in US. From 2005-2011 (Billion)

[bookmark: OLE_LINK180][bookmark: OLE_LINK181][bookmark: OLE_LINK186][bookmark: OLE_LINK78]Source: A.J.Hough (2016) Is The Insurance Industry Recession-Proof? 
In contrast, Aetna has maintained steady growth even in this downward economic environment. Since 2005, Aetna's revenue has been increasing year by year. Although our net income after tax was reduced in 2008-2009 due to the impact of the economic crisis, then it recovered to the pre-crisis level rapidly in 2010 and 2011, showing our business ability to exceed the industry income level.
Figure 7 The net income after tax of Aetna from 2005-2011 ( Million )

[bookmark: OLE_LINK185]Source: Annual Financial Reports,Aetna, 


[bookmark: OLE_LINK29] Figure 8 Aetna Revenue from 2005-2011 (Million)
[bookmark: _Hlk534608231][bookmark: OLE_LINK43]
[bookmark: _Hlk534617743][bookmark: OLE_LINK15][bookmark: _Hlk534609481][bookmark: OLE_LINK47]Source: Annual Financial Reports,Aetna, 

[bookmark: OLE_LINK214]Internally, this is depended on our customer-focused strategy of diversity. Our employees remain enthusiastic during the economic crisis, actively expand diversified markets, increase market share, and bring solid benefits to the company with high engagement, high loyalty and high performance . I am proud to say that our diverse employees make us better.
6.3 Social
[bookmark: OLE_LINK215]The US. population in workplace is aging. It’s estimated that the older population over the age of 65 will grow from 49.2 million in 2016 to over 85.7 million by 2050 in the United States, with the median age increase from 37.91old years in 2016 to 42.88 years old in 2060 continuously ( The U.S. census bureau, 2017 ).The consequences of longer life expectancy is that more elders are able to hold on their jobs longer. According to the Projection in labor force by U.S. Bureau of Labor Statistic, compared with the year of 2016, by 2026 the numbers of 16 to 24 year-olds and 45 to 54 year-olds in the labor market will decrease, each will reduce 1.33 million and 1.36 million separately. However, the rest of the labor age groups will increase. In particular, the proportion of labor force aged 65-74 and over 75 years old changes the most, with the growth rate reaching 50.3% and 91.5% respectively, each with the numeric change of 3.84 million person and 1.51 million. Thus, the percentage of older workforce in the labor market will remain at a high level for a long time. After 2008, the baby boom began to enter the retirement peak (Gendell,2002), which means that the shortage of talent in the labor market will be increasingly prominent.
Table 6 The projected percent change in Labor Force by age (2016-2026)

[bookmark: OLE_LINK187][bookmark: OLE_LINK4]Source: U.S. Bureau of Labor Statistic, Projections of the labor force, 2016–26
[bookmark: OLE_LINK56][bookmark: OLE_LINK7][bookmark: OLE_LINK216]Caregiving becomes an increasingly prominent contradiction in the aging background. Demographically, women have more caregiving responsibilities. It is difficult to differentiate the caregiver groups with a single demographic segmentation criteria and it is widely distributed among every generation , genders, ethnic and other economic and social groups. It is also difficult to separate them with the criterion of work performance, some of the best and most dedicated employees could also be caregivers. It has become an important segment in the internal labor force market and the external business market. 
From a gender perspective, the caregiver gender ratio dominated by women, as the traditional role of the females in taking care of their children and elders, with a percentage of 60%. At the same time more and more males are taking on caregiving roles, with a percentage of 40%.
[bookmark: OLE_LINK104]In regarding of age bracket, the average age of family caregivers is 49 years old and the age distribution in the U.S.A shows that 53% of the total caregivers are over the age of 50 years old (AARP,2015) . This indicates that it has become normal for Baby boomers (account for 37% of total caregivers) to care for their older parents or relatives. However, Caregivers are also widely distributed in younger generations, with Millennials (34%) and Gen X (22%). 37% American managers are Gen X, among them ,11% Gen X managers are caregivers and 64% raise one or more child (Gallup,2018).
Figure 9 The American Caregiver generation Component  vs.  The Aetna’s Employee Age Group 
[image: ]
Source: Statistics 2017                          Aetna, Building a healthier corporate social responsibility2017
At Aetna, 99% of our employees belong to these three generations, at the same time, 75% of the company's staff are women and 25% male. Inevitably, the demographic structure of Aetna indicates that the number of caregivers in Aetna is huge.
[bookmark: OLE_LINK3]6.4 Technological
[bookmark: OLE_LINK217]We are living in an era of technological explosion. The revolution and wide application of digital technology, including the internet, big data and cloud computing, have greatly changed people's work and lifestyle. Software applications, new platforms, visual tools and the innovation of smartphones connect the virtual world with the real earth, enabling us to communicate, access and utilize resources across geographical limits. A series of remote applications have had a huge impact on all industries, including insurance. In addition to remote office and training, remote nursing guidance, telemedicine and remote coaching are used to establish efficient and convenient services between enterprises and customers and employees. Machine learning and artificial intelligence are also opening a door for many new industries.
[bookmark: OLE_LINK37][bookmark: OLE_LINK38]Targeting at 43 million American caregivers, the combination of electronic technology and health support needs has created a market valued at $280 billion (Hitlab,2018). Digital health technology, as a newborn, can reduce the emotional and mental burden on family caregivers to cope with the three most urgent caregiving needs at present: care coordination, emergency alert and family support service (Hitlab,2018). Such technology also brings convenience to HRM. Digital tools provide a new benefits package for caregiving employees. In addition to reducing the pressure on caregivers and saving unnecessary time loss, these tools can also be caregiver assessment tool. The results will be measured electronically in terms of staff turnover, productivity and reduced hours spent on caregiving. Thus, it is convenient for employers to evaluate employee engagement and employee satisfaction.

[bookmark: OLE_LINK14]7. RECOMMENDATION
[bookmark: OLE_LINK218]Our caregiving-friendly HR policies receive return not only in improving business productivity, retaining talent and making an inclusive environment for Aetna, but also in benefiting for an employee individually. There also have positive consequences in meeting customers and burnishing our brand and expand corporate reputation. For the future, there is much more we can do to provide policies that are more aligned with employee needs and corporate interests.
7.1 Maintain the caregivers’ benefits, avoid weakening employee morale.
[bookmark: OLE_LINK75][bookmark: _Hlk534582910][bookmark: OLE_LINK27][bookmark: OLE_LINK41][bookmark: OLE_LINK42]The current external environment is complex. On the one hand, the economic crisis has caused the highest unemployment rate in nearly 20 years. But on the other hand, baby boomers’ retirement wave will bring a shortage of talents. Even with 14.9 million American workers unemployed in the current economic crisis, there are still about 2.5 million jobs that employers actively recruit but cannot compensate for (Deloitte 2010). The economic crisis is periodic. Companies that respond to recessions by slashing talent management practices may find themselves ill-prepared for the long term. Once the economy recovers, it can be predicted that competition of skilled-workers and high-performance employees, the retention of the cultivation of high-potential talents and future leaders will become constraints to the companies readjust strategy. Fig 10 reflects the perceived urgency in the recession which indicated that talent competition and talent retention have been considered priorities by employers.
[bookmark: _Hlk534738710]Figure 10 The perceived urgency of US. companies in the economic recession
[image: ]
Source: Deloitte ,Global Human Capital Trends 2014
[bookmark: OLE_LINK79][bookmark: OLE_LINK81]For Aetna during the financial recession, one of the most important challenges for HRM is talent retention which means "Avoid weakening employee morale " specifically. Our caregiver benefits policies, as mention earlier, bring both internal and external benefits to Aetna. Investment in caregivers are the measures that we take to adapt to the changing labor force market while improving our productivity, which is crucial for Aetna to improve productivity and reduce the loss of high-performing talents. Policy changes perceived by employees, especially in this period of crisis, can influence employee attitude, including employee engagement, satisfaction and commitment. However, the availability of caregiving-friendly support policies can improve the attitude of employees regardless of whether they use themselves (Butts, m., Casper, w., & Yang, t. 2013). In terms of improving employees' attitudes, the support for the family in the workplace may be more important than formal policies (Behson,2005). Companies that foster a sense of concern for their employees by providing caregiving-friendly initiatives and other work-family policies may have more positive attitudes among their employees. For this reason, although Aetna is facing the current situation of reducing costs, we still believe that the investment in caregivers should not be cut back, more over the policies should be maintained and optimized.
With the economy factor in mind, we can implement the policies that are inexpensive but can be perceived by our staff, such as providing dependent care and referral services or converting empty rooms into elder care rooms. But if such behavior is considered a concern for the family of employee, the needs of some employees can be adequately met and the attitudes of all employees improved. This requires more sophisticated and flexible operations to keep inputs to a minimum while achieving HRM results. In addition, Aetna can add some more flexible sick leave operation in the paid or unpaid leave policies, such as the policy of “Donated leave”. This policy can control the overall leave cost while meeting the personal needs of caregiving staff.
7.2 Provide differentiated caregiving policies for different employees
[bookmark: OLE_LINK219]As mentioned earlier, the wide distribution of caregivers determines that we are faced with a labor force with different demographics, different needs and different expectations. HRM must focus on aligning values with interests and motivate their employees so that they can better improve the effectiveness of rewards. Some companies follow a “life-cycle” approach that provides caregiving-friendly supports that coping with specific life stage. Take a transit firm Varova for example, the project returns the company with a low turnover rate . The dynamic structure of the family is evolving, we should pay special attention to the innovation of new well-being products to meet our diverse caregiving staff.
Employees are the most important resource for our company. In Aetna Millennials, gen X and Baby boomer are the main component generations, accounting for 25%, 44%, and 30%.They have different needs in health, financial and spiritual needs, at different stages of life. Fig 11 displayed the share of family caregivers who are employed, it shows Millennials have been an important share taken over the responsibility for care, and they are also the generation most likely to be employed and a generation embrace technology. Who they support caregiving are 50+ parents or grandparents, and the average weekly caregiving time is 21 hours, many of them are caregiving alone, so they are under financial pressure and physical pressure at the same time, they have high emotional pressure. It's worth mentioning that their caregiving is also less awareness to employers and co-workers than other generations (AARP,2018). As a result, they are more often warned about their attendance and performance at work or stopping working entirely. In addition to the regular PTO and caregiving assistant initiatives, other benefits can focus on more emotional communication, financial training and guidance for career planning. Gen X is the sandwich generation, responsible for supporting caregiving to both parents and children, they are in the midst of a midlife crisis. Generation X employees prefer opportunities to take care of children and the elderly, more paid time off and so on. While the baby boomers want flexible work arrangements and health-focused pay plans. 
Figure 11 Share of family caregivers who are employed by generation

Source: AARP,2018
In addition, gender differences in caregiving strategies are another area where we can improve well-being. Currently, Aetna has 75% female and 25% male employees. Male were less likely than women to identify as caregiver. Supports for male caregivers could be considered in the future welfare design.
[bookmark: OLE_LINK82]7.3. Provide line managers with sufficient training and flexibility.
Employees who take care of family members do not always identify themselves as caregivers, they just deem it as helping. Some others who aware of their caregiving responsibilities are also likely to avoid discussing it in the workplace, as the result of fearing managers and other staff deem that they can't devote themselves to work because of caregiving. Another stereotype is considered shameful to take care of the elderly for men, which may lead them to disidentify themselves. In many cases, they don't realize how their employers can help them take care of elders. Employers can help eliminate incorrect assumptions and stereotypes about employees and make employees aware of the caregiving policies provided by the company for them, so as to achieve a win-win effect both for employees and for employers.
[bookmark: OLE_LINK1][bookmark: OLE_LINK6][bookmark: OLE_LINK12][bookmark: OLE_LINK16]In the practice, benefits managers and HR department are the caregiving tactics designer, but it is front-line managers who implement the policies ,especially for negotiation with working caregivers day to day. Employees will not turn to the corporate for help if they cannot trust the front-line manager can provide them with appropriate policy support. Therefore, our caregiving assistance policies should not only be recognized by the CEO and HR departments but also be given flexible authority to front-line managers to ensure that employees can actually use the benefits. Therefore, line managers must be provided with sufficient training and autonomy so that they can effectively meet the needs of caregiving staff. So it’s necessary to encourage informal communication between direct supervisors and employees on the topics of caregiving.
7.4 Maintain the work flexible policies
[bookmark: OLE_LINK32][bookmark: OLE_LINK18][bookmark: OLE_LINK19]Telecommuting in Aetna has become an important way to work flexibly. Although the cost of equipment input was relatively high at the beginning, the scale of more than 40% employees has also generated intensive benefits in our equipment input. At present, with the completing of hardware facilities and network tools, Aetna can enjoy the rewards brought by telework. First of all, the cost of office space can be saved. This also applies to the compression of costs we faced. Secondly, flexible work arrangements can reduce the contradiction between work and caregiving needs, which is conducive to improving productivity and serving employees better. To create a productive work environment, we can help by offering caregiving-friendly policies that are adaptable and flexible. Telecommuting, flexible schedule, compressing the work week, and volunteering for fewer hours can be used to balance employee choices. 
Figure 12 The Telework employees percentage changes in Aetna from 2006 to 2010

Compressed the work week is a flexible way that doesn't require the employer to invest extra in off-budget expenses which allows an employee to complete his or her duties on fewer days than a five-day week to balance working and caregiving. In order to cooperate with the flexible working system, it can be explored to reorganize the working team, that is, to change the way one employee is responsible for one customer and establish the way of managing a group of customers with a team. If an employee is not in the office, other colleagues can provide services for him.
8.CONCLUSIONS
[bookmark: OLE_LINK220]More flexible leave and work policies
· Increase the flexibility of the PTO policies by implement the “Donate Leave” program. 
· Give employees the choice of work flexible containing “Compressed work week” or “Voluntary reduction in hours” which can reduce costs while fit the caregivers’ needs in the recession.
· Hold seminars and training for line managers to discuss how to effectively meet the needs of caregiving staff for flexible work, give line managers enough authority, and optimize the way that line managers deal with such problems, so as to ensure more effective implementation of the company's nursing support policies.
Activities for “Focus on multi-generation caregivers”
· [bookmark: OLE_LINK8][bookmark: OLE_LINK2]Through Aetna's internal network tools, investigate our caregiving staff with different age and genders, to understand the most prominent pressure faced and distinguish their different demands for career planning, emotional communication and welfare support in work.
· [bookmark: OLE_LINK9][bookmark: OLE_LINK13]Aetna Caregiver ERG in conjunction with line managers to hold to give them emotional support. For example, the App can be used to become a platform for communication among caregiving staff. The caregivers can learn more caregiving experience from others, and interaction with the line manager. This is especially appealing to tech-savvy millennials.
· Organize a series of internal training or workshop targeting for caregivers career-life balance , finance management, personal health management. Allowed employees to attend fitness classes, health coaches and financial education classes during lunch hours on weekdays.
· Share or provide caregiver assessment tools or caregiving platform with employees, or use them as an investment in benefit packages, to signal to employees that Aetna wants to build a culture of recognition and acceptance of caregivers.
Activities for “ Caring for male caregivers ”
In order to strengthen the focus on male caregivers, a series of activities themed "caring for male caregivers" can be organized in combination with the community.
· Invite experts, companies and community male caregivers to held workshop or seminars. To discuss the embarrassment in caregiving process, the way of decompression in male caregiving, and the balance of professional life of male staff.
· Invite the company, community caregivers to participate in a football or basketball game, and invite their families to be the cheerleaders. Make male caregivers of different ages and positions more integrated into Aetna.
· Extend low-investment caregiving support services for males, concierge services is a good choice for working caregivers including grocery shopping, running, activities or vacation plans, catering services, and dry cleaning services.
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Reduction in Days missed per year

Reduction in Days missed per year	
Unpaid vacation that can be used for caregiving	Paid vacation that can be used for caregiving	Unpaid sick leave that can be used for caregiving	Paid sick leave that can be used for caregiving	Flex time to make up caregiving labor	Employuee assistance programs to discuss emotional stress	Access to network to support groups	Health cunselors to answer questions about preson being cared for	Access to financial or legal advisors	Counselors for assisted living and nursing homes	0.4	1	0.2	0.8	0.5	0.6	1.1000000000000001	0.5	0.4	1.2	


health care costs	2005	2006	2007	2008	2009	2010	2011	13107.9	15301	17294.8	20785.5	24061.200000000001	22719.599999999999	21653.5	current and future benefits	2005	2006	2007	2008	2009	2010	2011	2364.5	2319	2248.1	1938.7	2078.1	2013.4	1876.5	operating expenses	2005	2006	2007	2008	2009	2010	2011	4452.7	4820.6000000000004	5046.3999999999996	5751.5	6383	6519	6804.4	interest expense 	2005	2006	2007	2008	2009	2010	2011	122.8	148.30000000000001	180.6	236.4	243.4	254.4	246.9	amortization of other acquired intangible assets	2005	2006	2007	2008	2009	2010	2011	57.4	85.6	97.6	108.2	97.2	95.2	120.7	



Baby Boomer 1946-1963	
2013	2014	2015	2016	12.8	10.1	10.199999999999999	9.1999999999999993	Gen X 1964-1978	
2013	2014	2015	2016	11.5	9.4	9.5	9.3000000000000007	Gen Y 1979-1994	
2013	2014	2015	2016	20.399999999999999	17.5	16.899999999999999	17.399999999999999	



Insurance industry net income after tax	
2005	2006	2007	2008	2009	2010	2011	44.2	65.8	62.5	2.2999999999999998	28.7	35.200000000000003	19.5	


Aetna net income after tax	
2005	2006	2007	2008	2009	2010	2011	1573.3	1701.7	1831	1384.1	1276.5	1766.8	1985.7	


Revenue	[值]

2005	2006	2007	2008	2009	2010	2011	22491.9	25145.7	27599.599999999999	30950.7	34764.1	34246	33779.800000000003	


Total	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65 to 74	75 and older	-6.3E-2	5.5E-2	0.14599999999999999	-0.04	0.04	0.503	0.91500000000000004	Men	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65 to 74	75 and older	-8.6999999999999994E-2	4.8000000000000001E-2	0.155	-5.7000000000000002E-2	5.0000000000000001E-3	0.47299999999999998	0.80400000000000005	Women	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65 to 74	75 and older	-3.6999999999999998E-2	6.3E-2	0.13400000000000001	-2.1000000000000001E-2	0.08	0.54	1.0680000000000001	




Millennials	Generation X	Boomers	Silents	0.73	0.66	0.62	0.2	


source: Aetna diversity report(2006-2010)

Work from home	
2006	2007	2008	2009	2010	0.15	0.2	0.31	0.4	0.45	variable work schedules	
2006	2007	2008	2009	2010	0.02	0.02	0.01	0.01	0.02	part-time	
2006	2007	2008	2009	2010	0.04	0.03	0.03	0.03	0.03	



Percentage Experiencing Each Impact	
Turn down a promotion	Lose any job benefits	Choose early retirement or give up working entirely	Reduce work hours or take less demanding job	Ieave of absence	Go in late ,leave early, take time off	Any of these	0.06	0.06	0.12	0.12	0.2	0.66	0.7	
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   Cost per  Employee  Employer Cost  ( Billions )  

Replacing Employees  $413   $6.60   

Absenteeism  $320   $5.10   

Partial Absenteeism  $121   $1.90   

Workday Interruptions  $394   $6.30   

Eldercare Crisis  $238   $3.80   

Supervisor Time  $113   $1.80   

Unpaid Leave  $212   $3.40   

Full - Time to Part - Time  $299   $4.80   

Total  $2,110   $33.70   
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Greater engagement  Greater job satisfaction  Greater possibility of retention  

1. Job Challenge and Learning  1. Economic Security  1. Economic Security  

2. Climate of Respect  2. Work - Life Fit  2. Work - Life Fit  

3. Autonomy  3. Climate of Respect  3. Job Cha llenge and Learning  

4. Work - Life Fit  4.  Autonomy  4.Supervisor Task Support  

5. Economic Security  5. Supervisor Task Support  5.Autonomy  

6. Supervisor Task Support  6. Job Challenge and Learning     
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Policies  Department   The progress of the supportin g caregivers  

Family and  Medical Leave  Act (FMLA) 1993  Department of Labor   Employers offer up to 12 weeks of unpaid leave  for an illness, treatment for an  illness, or to care  for family members. In 2015 redefined the  “spouse” to extend the eligible workers in legal  same - sex marriages. The FMLA protected the  spouses wherever they live.  

Presidential  Memorandum  2014  White House   President Obama summit on Worki ng families,  giving federal works a ‘right to request’ flexibility  in workplace as maximum extent possible.  

Presidential  Memorandum  2015  White House  6 weeks of paid sick leave is advance up for  federal employees to assist ill family members,  including spo uses and parents.  
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The progress of the supporting working caregivers States

Protecting Caregivers from Employment Discrimination

Colorado . District of Columbia . Llinois . Maryland.

Connecticut . Michigan . Oregon

Having Mandatory Paid Family and Sick Leave

California (3 days) . District of Columbia.  New Jersey.

Connecticu (5 days). Massachusetts (5 days). San Francisco.

Washington, DC. Oakland,  New York City, New York;

Eugene and Portland, Oregon;

Philadelphia, Pennsylvania;  Seattle and Tacoma,

Washington; and 9 cities in New Jersey (including

Bloomfield, East Orange, Irvington,

Jersey City, Montclair, Newark, Passaic, Paterson,

and Trenton)

Exceeding Federal Minimum FMLA (12 weeks of unpaid leave)

Connecticut . District of Columbia . Hawaii .  Kentucky .

Maine . Massachusetts . New Jersey. Oregon . Rhode Island

. Vermont . Washington . Wisconsin
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Figure 1. Perceived urgency of 12 global trends

Number of
respondents

Leadership 2,506
Retention and engagement 2,497
Reskilling the HR function 2,471

Talent acquisition and access 2,472 8% 20%

Workforce capability 2,454 5% 21%

Talent and HR analytics 2,471 6% 22% 51% 20%
Global HR and talent management 2,276 8% 21% 51% 21%

Learning and development 2,491 5% 24% 59% 11%

Performance management 2,465 8% 24% 50% 18%

HR technology 2,457 8% 24% 47% 21%
The overwhelmed employee 2,447 8% 27% 44% 21%

Diversity and inclusion 2,414 11% 30% 43% 16%

. Not important .Somewhat important . Important .Urgem
Graphic: Deloitte University Press | DUPress.com
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How many hours the paid

caregiving leave provided to

employees

The percentage Aetna

Leaves policies provided to

employee

The respondents Aetna

None 34%

Paid leave exclusively for caregiving  (

separate from parental leave)

14

Less than 40 hours ( 1 week ) 8%

Paid leave which can be used for

parental or caregiving

29

40-79 hours ( 1 week to less than

2 weeks)

17% Paid Family Medical Leave 37

80-119 hours (2 weeks to less

than 3 weeks )

12%

Sick, vocation or personal days which

can be used for selfcare or another

105

√

120-159 hours (3 weeks to less

than 4 weeks )

11%

Family Medical Leave application

guidance

95

√

160-239 hours (4 weeks to less

than 6 weeks )

7%

√

Flexible work schedules 74

√

240-319 hours (6 weeks to less

than 8weeks )

4%

Employees can "donate" leave time to

their colleagues

21

320-399 hours (8 weeks to less

than 10 weeks )

0%

Caregiving polices that may be

extended to care for friends  (not only

family)

1

400-479 hours (10 weeks to less

than 12 weeks )

0% None of the above 1

480hrs or more (12 weeks or

more)

7% others 7

Direct Support for Caregivers

The

respondents

Aetna

Access to Benefits for Employee

Caregivers and Those Being Cared

For

The respondents Aetna

Employee Assistance

Program(EAP)and / or work-life

Program

100

√

Help navigation healthcare system

available to employees and mon-

dependent family members

35

√

EAP and/or Work-life Program w/

services specific to caregivers

43

√

Expert medical opinion and referral

service

23

√

Employee caregiver support,

affinity or employee resource

groups

24

√

Employer-subsidized memberships to

caregiving resources such as Care.com

16

Counseling, coaching or wellness

programs specific to supporting

caregivers themselves

33

√

None of the above 60

Subsidized in-home back-up care,

such as Bright Horizons

31

√

Access to free/low-cost resources

to support caregivers

25

√

None of the above 2


