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Executive Summary:
This report is based on American financial health care services, namely Aetna. In this report, diversity is identified as a significant issue in the organisation that is faced by management. The company’s Chief Diversity Officer needs to give the presentation in front of the Board of Directors regarding the benefits and challenges of diversity at the workplace. Moreover, Raymond identifies the two key diversity issues with its external and internal stakeholders that impact the profitability and position of the company in the long run. The two significant problems that are identified in this issue are the recruitment of diverse people and manage a good relationship with them. It is the leading issue that adding the cost of the company to recruit different people from diverse backgrounds which require investment in training and development programs and other expenses like travelling and accommodation expenses that influence the profitability of the company. Moreover, it is also identified that selected candidates are not retained due to low cultural diversity at the workplace that impacts the personal and professional goals. Furthermore, diversity also influences the turnover rate of the company and people are making similar diverse cultural backgrounds that hamper the development of the employees, and they are not openly participating or communicate with different cultural background employees. 

Similarly, another issue is identified in the report is related to the management of the relationship with a diverse workforce. The main reasons behind this report are based on personal, psychological, religious, and customs basis. The literature review identified the in-depth study and findings of the different authors provide the theoretical framework to the reader regarding diversity issues which helps to resolve the problems further through insightful recommendations and action plans in the company. Insightful recommendations like open communication channels Buddy Up program, Zero tolerance policies, give more chances to minorities and backward communities to participate in the company’s activities and embrace diversity at the workplace rather than accept it. These key recommendations help the Chief Diversity Officer (CDO) to address the key issues that help to improve the performance and awareness of the employees at the workplace. Lastly, the action plan helps the company to enhance the diversity issues at all functional levels of the department. The action plan is categorised into three different steps and it is implemented into various levels of the company, which is beneficial for the company to address the multiple issues according to the given timelines in the plan. 

Short Introduction: Purpose of the Report

At present, companies have been applying diversity activities that go far beyond affirmative action and compliance standards. A global economy and multicultural workforce have permitted for organisational leaders to understand diversity regarding all dimensions of their operations. Aetna now identifies that diversity can be influenced as a competitive edge and must be accounted for in the equation for constant business growth. Diversity can be explained as recognising, considering and accepting personal variations regardless of their gender, race, age, class, ethnicity, physical capability, and race. Al-Jenaibi (2017) also encouraged this concept by adding that every person is different but also shares any number of biological or environmental features. Diversity can be categorised into two aspects. The primary element like age, gender, sexual orientation and so on, shows the significant variations between different people. These primary variations also have the most effect on initial encounters and can be observed and work as filters by which people perceive the world. The secondary aspects like education, religion, geographical location, income, etc, are those values that are not important in the first encounter and can even modify during different encounters. These qualities are just observed after some communication happens among people. Currently, globalisation has activated further communication amongst people from particular traditions and backgrounds than earlier. Now people are more open-minded in the marketplace globally with competition coming from around everywhere in the country. Diversity can be an issue to Aetna but could also be a solution. It also comes with its drawbacks but also advantages and risks but also decisive. The problem then is to extract the very quintessence of diversity and tactically control it for the growth of the people and the Aetna (Boehm, Kunze, and Bruch, 2014).

Different businesses, in their context, implement diversity at their workplace or to become further creative and open to transform. Enhancing and growing workplace diversity has become an essential concern for management because of the identification of how the workplace is modifying (Guillaume et al. 2017). Since controlling diversity still keeps an issue in Aetna, managers focus on learning managerial abilities required in a multicultural working environment and prepare themselves to inform others within their businesses to understand cultural differences and manage all staff with dignity. For some companies, diversity is a big issue to them; however, it identifies no business boundary and has no limitations.

Employees are one of the most valuable assets in Aetna. Their performance and outlook are the factors responsible for the success or failure of Aetna. Therefore, the most critical job of human resource managers is people management. In this context, the following business report has been designed to discuss and analyse the contemporary issues faced by today's managers within the field of people management. This report would be delivered to the Board of Directors of Aetna by Raymond Marcos, the Chief Diversity Officer of the company for seeking to justify the advantages to the Aetna corporation accruing from retaining and extending their present Diversity policies for recruitment, people development, and management of their relationships with providers, suppliers, clients and other stakeholders as well (Knights, and Omanović, 2016). However, the chosen critical issues for the analysis in the report from the case study are the recruitment of diverse people and managing the relationship with them. The research details have been included in this report based on the pieces of evidence. In addition to this, the report also assists Raymond Marcos in assessing the existing and potential benefits of adopting “the Aetna Way” in the face of the deteriorating economic conditions of the company, relative to the year 2007 to 2008 financial fall down in the USA and Europe. In addition to this, the report conducts a detailed literature review on diversity in the workforce for the purpose of understanding the complexity and extent of diversity issues in Aetna. Some useful insights on the trends that have emerged in the field of diversity have also been provided in the report. To accomplish this, this research has summarised all the information on workforce diversity issues from several relevant books, research studies, and journal articles on diversity in the Aetna. Finally, the report also contains the conclusions derived from the findings in the case study, with fully justified recommendations to the HR issue in the Aetna. All the recommendations made to Diversity policies have been adequately supported by the evidence obtained from research as well.

Diversity has importance for the organisations in improving the performance of the employees as well as organisational productivity in an immense manner. Through implementing diversity at the Aetna can develop an attractive and learning environment for the employees, where the employees can work intentionally towards the organisational objectives. Diversity remains in different forms, such as race, gender, ethnic groups, religion, sexual orientation, citizenship status, age, mental and physical conditions, as well as other differences among the individuals. These forms of diversity can create an issue for the human resource department in making a better relationship between the employees and may result in inappropriate results or conflicts at the workplace if not managed in a proper manner (Boehm, Kunze, and Bruch, 2014). As well as, the diversity may create an issue in the recruitment process for the selection of an appropriate person from different backgrounds, diverse beliefs, mindsets, thoughts and ethics. In this concern, the report is describing these issues at Aetna as the company considers diversity as an essential element of the organisational productivity.

It may be critical for the management to manage the individuals in a diverse environment. In this concern, Aetna needs to manage the diversity effectively and attain the organisational objectives in the desired way. An effective diversity management practices enable the management to manage the issues in people management at the workplace and encourage the employees towards the organisational objectives. Recruitment of diverse candidates to improve diversity at the workplace will lead to additional expenses for the organisations. Aetna will need to invest more in job advertisements, different types of training for different kinds of individuals and costs related to various procedures to manage a diverse workforce. Therefore, diversity at the workplace leads to issues for maintaining revenue growth of the Aetna, awards or recognition, population growth in members, and talent acquisition expenses. As well as, diversity leads to differences in the way of communication and learning through which the individuals can effectively increase their skills and knowledge. In several methods, diversity is a good option for the Aetna to increase the knowledge and expertise of the individuals as it increases cooperation among the employees to learn innovation and creativity (Greene, and Kirton, 2015). Therefore, it is supportive for Aetna to establish better relations among different individuals at the workplace. However, employee relations in a diverse environment may be a big issue of discussion as it may create barriers in communication at the workplace, where the employees cannot communicate appropriately in a diverse environment. In a diverse background, the employees may face obstacles in sharing their views with other individuals as different individuals will use different languages that cannot be understood by each of the individuals. Therefore, it would be essential for the organisations to have proper training and development programs for the employees to improve their skills and knowledge to perform their best in a diverse environment. In this concern, Aetna needs to have proper diversity management practices to manage the individuals in a diverse background as well as appropriate management of the recruitment process and establish a better relationship among the employees. In this concern, the report is also determining different recommendations for the Aetna to manage the issues of recruitment and employee relationship and behaviour in a diverse environment. These recommendations will be helpful for the Aetna in improving the effectiveness of people management practices and organisational performance in desired manner.
Literature Review: Analysis of the issues

Issue 1: Recruitment of Diverse People:
There are different stages to effective workforce diversity management such as attracting, recruiting, hiring (selecting) and retaining. Every phase of these human resources exercises should be accompanied through anti-discrimination-and diversity-awareness. Diversity cannot be restricted to some aspects, i.e., gender, but rather be approached with a well-balanced concept like the diversity of race, national origin, ethnicity, gender, social class, disability, accent, and the list goes on (Grivastava, and Kleiner, 2015). Aetna must decide what kinds of diversity they are lacking before deciding policies to obtain a healthy balance. In America, Aetna limits their attempts to some aspects of diversity like gender or age diversity. The limiting of diversity attempts to some elements refers to making incompetent diversity management. That actually reefers that Aetna is spending money to encourage diversity, but is not getting the required return for their investments. Aetna also performs less effective diversity management as they focus mostly on service diversity. Though, the first and most necessary phase in diversity management after reviewing the organisational need is the recruiting of a diverse staff. Before considering how to handle a diverse workforce, Aetna first has to have a diverse workforce to control. Mentioned different issues in less flexible recruitment systems and the current insufficient workforce diversity, Aetna must be very original to attract diversity in the first position. As the less diverse Aetna is, the further complicated, it is to attract diversity to that institution (Nabi and Nabi, 2018).

One of the early phases of recruiting diversity is deciding how to word the job postings and where to post them. Regarding network hiring, it is necessary to remember that the aim is to recruit diverse people. Network hiring unluckily assists in less diverse recruitment, as different individuals communicate with individuals who are “like them. “ So the options of hiring people who are the same as the existing staff are higher when exercising recruitment. Recruiters must focus on recruiting diverse individuals (Kundu and Mor, 2017). They must not depend on diverse candidates to observe them. There are different motives for this. Some diverse candidates may not apply for work at Aetna supported on earlier experiences of considered discrimination at other businesses, view regarding the Aetna and the candidate’s perceived lack of options of getting recruited and so forth. Some diverse candidates may not consider applying at Aetna because of insufficient visibility or the organisational image. If Aetna aims to diversify the workforce, a proactive method will be essential, no concern what the motives may be that diverse candidates earlier have not applied or were not recruited at Aetna. The recruiting criteria must evade pitfalls concerning like using grades exclusively to appoint someone. Grades can be applied as one aspect of the recruiting process. They can be i.e. an indication of a level of conventionality that Aetna requires to succeed. Though, if used as the single criteria in a selection system, it will assist in discrimination as systems commonly portray and support the dominant culture; meaning, disadvantage minorities (Riccucci, 2018). 
From the analysis of the presented case study of Aetna, this research has observed that the diversity initiatives of Aetna have become costly due to the recruitment of candidates belonging from diverse backgrounds, having diverse beliefs, thoughts, mindsets, and ethics. However, the Chief Diversity Officer of the Aetna has realised that this additional cost of recruiting different people is necessary for the long term sustainability and success of the organisation. Although Aetna had implemented this perspective historically; however, the economic circumstances of the organisations have made the Board of Directors be concerned about the increasing expenditures on employee recruitment. This additional expenditure on the recruitment of diverse candidates involves investments in education and training, advertising and marketing of the job vacancies, organising a database of diverse human resources, financing the efforts of targeted programs and initiatives, such as travelling cost to enable recruiting team of the company to visit historically black universities and colleges, gay and lesbian chambers of commerce, and his panic serving institutions. Aetna knows that many members of its corporate peer group put their best efforts and more time on diversity initiatives. Therefore, there exist issues for maintaining revenue growth of the organisation, population growth in members, awards or recognition, and talent acquisition expenses (Saxena, 2014).

In the words of Nabi and Nabi (2018), people management refers to a strategic approach of managing employees and relationships with them in Aetna. The human resource managers apply this approach for leveraging the capabilities of human resources through a set of integrated employment policies, practices, and programs, to obtain a sustainable competitive edge for the Aetna. The utilisation of the organisational people constitutes the actual capital of the Aetna. Aetna has a lot of financial resources to start a business. However, they do not have enough or skilled professional bodies to use them the right way and at right place. Therefore, it is the organisational people who make the business successful. In this context, workplace diversity has been described by different researchers from different perceptions. While some have perceived it from a positive standpoint, others took it from a narrow view. 

According to Kundu and Mor, (2017), the concept of workplace diversity is restricted to the specific cultural aspects like gender and racism. On the other hand, Riccucci (2018) has defined workplace diversity as a controversial, complex, and political process that has to do more than gender or ethnicity. Diverse workplaces consist of employees having different attributes including, but not limited to, race, political and religious beliefs, ethnicity, socio-economic background, education, and geographic location. The significant diversity issues occur due to the exclusion and discrimination of cultural groups from traditional companies. Diversity in the workplace promotes respect, acceptance, coordination and teamwork among the people of Aetna irrespective of the differences in age, race, gender, language, religion, or the way of communication among them. Nabi and Nabi (2018) have found that there exist some advantages to an organisation, of having a highly diverse workplace. Innovation in the product or a process development arises from a wide range of backgrounds and demographics. When different minds work together to attain a common objective in the workplace, it leads to tremendous results. 

The relationship between workplace diversity and organisational productivity has been much debated in the past five decades. It has been reported by Greene, and Kirton, (2015) that organisations that practice inclusion and diversity in the workplace can perform far better than non-diverse organisations by 14%. The organisational culture and workforce diversity have been found responsible for all negative and positive ills in Aetna. Therefore, there is a need for HR managers to understand the concept of workforce diversity to resolve the issues between the employees and improve their performance. Due to the growing differences in the population of different countries, diversity issues have been considered as an essential factor in determining business success. In the light of this, Knights, and Omanović, (2016) has stated that today's modern organisations are required to emphasise on diversity issues and explore the innovative ways to be utterly inclusive to encourage higher employee productivity and obtain competitive advantages. Valuing and managing workforce diversity is an essential factor in productive people management in Aetna, which can create harmony and maintain the performance of diverse employees. 

According to Riccucci (2018), an open system in diverse organisations focuses on the perspectives with the environment that includes flexibility, adaptability, information processing, and profitability. It implies that if companies exist to unite different capabilities, attitudes, and talents in pursuit of common objectives and mutually beneficial outcomes, why do they choke diversity, discourage individuality, seek equality, promote conformance, punish nonconformity, and reward uniformity. Since the management of diversity in the workplace is challenging than managing consistency, the former becomes more expensive, challenging, demanding, stressful, time-consuming, and prone to collapse. On the other hand, Kundu, and Mor, (2017) has stated that organisations and their management teams have usually been seeming to define diversity too narrowly by tolerating, rather than accepting organisational rules about enclosure of gender, cultural, and sexual diversity throughout the workplace. Such guidelines help focus on the reduction of the occurrence of legal risks, rather than benefiting the diversity; and doing the least needed rather than the maximum, to support diversity. They promote uniformity rather than diversity in the end and consider only those customers who are like their employees. Knights and Omanović (2016) have mentioned that the degree to which managers are familiar with workplace diversity and its potential advantages and disadvantages, is meagre. Management of diversity in organisations is mostly affected by the acceptance of some primary goals to which the workforce is willing to commit, for example, continuity of the firm. In today's highly dynamic and complicated work environment, a successful organisation is one where workforce diversity is respected and not excluded.

In the view of Cui et al. (2015), when diversity is not managed effectively in the workplace, it might ultimately result in the barriers in the accomplishment of the organisation’s goals. Diversity acts as a double-edged sword by encompassing some dimensions such as race, gender, origin, colour, values, attitude, and beliefs. It emerges basically to enhance equal opportunities for all in the workplace. The philosophy of equal opportunities aims at making the organisations able to make the maximum out of the differences from diverse employees. However, Sheth (2018) has argued that many times, diversity in spiritual, cultural, and political beliefs pose issues in the Aetna. Therefore, managers should be reminded that they should consider the ideas and views of diverse employees to avoid disputes and clashes. In addition to this, the employees also required to keep their personal and ethnic beliefs separate from their work duties and responsibilities. 

According to a recent survey conducted by Marfelt, and Muhr, (2016), there exist only five African-American Chief Executives out of fortune five hundred organisations. Also, around 14% of diverse individuals are less expected to get a call back for the jobs at the time of recruitment. This shows that some cultural and ethnic differences can be still found in workplaces all over the globe. However, there exist some organisations which do biasness against the employees from a different religious, political and ethnic background. This discrimination and prejudice should not be tolerated in Aetna. Policies within the Aetna need to be clear and in place for preventing employees from adopting discriminatory practices.
On the other hand, Saxena (2014) has found that around forty percent of people in the USA believe that the probability of hiring men over women is higher when the human resource manager is either a man or woman. Another research supported this fact carried out by Riccucci (2018), showing that males are thirty percent more likely to get promotions in a company to a higher position than females.
Moreover, it has been observed that men earn around twenty-three percent higher than women. In contrast to this, Greene and Kirton (2015) had analysed that it was in the past when women used to get less salary than men. With the enactment of the Equal Pay Act, this discrimination in recruitment and other process has changed now. In recent years, the entrances of women in the workplaces have been increased significantly with the rise in the educational level and awareness about women empowerment all over the world. In this context, some employment Act, and equal opportunities have been introduced to prevent diversity discrimination, and ensure workplace equality for all, to create a healthy environment throughout the Aetna (Aetna, 2018). 
Nabi and Nabi (2018) have viewed that disabled employees also face difficulty navigating through their workplace mainly due to lack of proper accommodations such as wheelchair ramps and other necessary arrangements for their working. Some particular employees have service dogs with them; however, most of the offices do not allow them inside. Also, many organisations do not have proper procedures for their employees suffering from mental disabilities. Ensuring a supportive and comfortable work atmosphere for all employees with physical and mental disabilities helps the organisations to create a more successful diverse workforce. On the other hand, O’Brien (2015) has observed that language and communication obstacles are pervasive in all companies which have diverse employees. UK or US organisations often recruit people whose native tongue or the first language is not English, as a result of which the employees and managers sometimes face issues in transferring their message across. It can lead to miscommunication and loss of organisational productivity as well. Increasing diversity in the workplace is advantageous for Aetna in the long run. Aetna having a more diverse workforce performs thirty-five percent more efficiently than non-diverse organisations.

Issue 2: Management of Relationship with Diverse Employees

Workforce diversity has been supported through other aspects as well. As Aetna diversifies geographically and the free movement of labour across national boundaries intensifies, the need to communicate successfully with broader constituencies becomes necessary. For instance, as service becomes a more general part of national economies with higher levels of international and domestic enhancing increasing competition, skills in cross-cultural management become important if Aetna is to identify how to serve and keep a customer base that is much more diverse and demanding than earlier (Sheth, 2018). The capability to determine multiple views in communication can support performance, while insufficient capacity can detract from it. Technological developments also offer the working possibility with people who may never fulfil and by particular cultural backgrounds. As recognition of diversity is ethically correct behaviour and making useful business context, Aetna can remain competitive just by identifying the value of diversity and regarding the diverse concepts that come with talent born of particular cultures, races, and genders. Accordingly, Aetna must focus on having a highly skilled and trained workforce that can work effectively as in the future Aetna with the best workforce will be the ones that make on the entire pool of available talent.
As a consequence of the broader knowledge of and insistence on the employment of staff by different cultural groups, the acknowledgment of gender equality, and the fact of particular age groups, the pool of staff portrays more extensive diversity than it did a decade or two before. This growth puts further stress on Aetna to use new management methods about diversity. As the diversity management method is necessary to Aetna in working successfully within the diverse local, national, and international environments, successful diversity management can be applied as a strategic chance to enhance business performance. 

Diversity in Aetna is growing faster than people can focus on its associated concerns. Stable modifications in Aetna’s culture and people’s personal views force the workplace to manage the concept and diversity issue. Controlling employee heterogeneity is further essential and complicated than managing homogeneity in entirely using internal human resources. As diversity has improved to become a particular workplace issue over the years, it has been mentioned in specific manners. O’Brien et al. (2015) said diversity as any mixture of elements characterized by resemblances and differences. The dimensions of a diversity mixture comprise differences and similarities between and among races, ages, genders, educational levels, religious views, geographical origins, and work styles. Martin, (2014) observes diversity as necessary modifications in the workforce composition like the growing number of women, racial minorities, senior workers, and immigrants. Kundu and Mor, (2017) observed diversity as a business imperative and explained that Aetna must identify how they value diversity to make a competitive edge over their opponents, an approach that can be suitable to Aetna who focuses on enhancing the bottom line by decreased cost and turnover, increased profitability, and enhanced market value. Generally, diversity can be observed as the full spectrum of difference that differentiates among the human resources of Aetna. This multidimensional concept of diversity considers that humans vary from one another, along with any number of aspects. While some elements are mainly visible (i.e., race and gender), others are less so (i.e., values, personality, education, experience, sexual orientation, and religion). This research goes beyond concerns of gender and race to encompass the particular dimensions of diversity that impact Aetna. Moreover, to conceptualizing diversity, it is essential to define diversity-based concepts: parity versus diversity; having diversity versus controlling diversity; and understanding diversity versus managing diversity.

It is challenging to manage the diverse types of employees appropriately in Aetna for achieving the goal of the organisation within the limited resources and time. So, Aetna needs to employ competent employees at all levels in the organisation to align employees as per organisation types and modes of business and its goal. Organisation, methods and the process of implementation, strategic process analysis and development are also crucial factors in obtaining better performance and stability of the Aetna (Nabi, and Nabi, 2018). Besides, employee satisfaction and harmonious relations among employees in a favourable workplace environment are also to be considered carefully for the interest of the Aetna.

From the case study of Aetna, it is analysed that the management is having the proper focus on the development of diversity at the workplace to achieve the vision of a healthier world. Diversity is considered as a meaning of appreciating and valuing the individuals in different ways. Generally, Aetna is implementing variety at the workplace to establish a diverse workforce, which can perform its possible inequitable and effective manner. Aetna is using the array as a pragmatic business strategy to maximize the creativity, productivity, and commitment of the team members while providing their services to a diverse group of customers. However, the diversity at Aetna is nuanced as it is implemented more than just racial and gender or ethnic diversity. There is diversity in different forms such as training, background, generational identity, functional experience and so on (Aetna, 2018). The internal business case of the Aetna for diversity is obliged to expand beyond compliance for real strategic contribution to the growth of the business and bottom-line outcomes as well as employing the resources and market view of a diverse employee population. Diversity is considered a useful tool to improve the organisational productivity dramatically but it may also create different issues if not appropriately managed. Due to this cause, Aetna is facing problems in making effective relations with the employees. In this concern, employee relation is a big issue in diversity (Grivastava, and Kleiner, 2015). 

According to Martin (2014), diversity refers to the variety of differences between different individuals in the workplace. Diversity may be in various forms, such as race, ethnic groups, gender, religion, age, sexual orientation, citizenship status, mental and physical conditions, as well as other differences among the individuals. These differences may create an issue for the organisations in making a better relationship between the employees and may result in inappropriate results or conflicts at the workplace if not managed properly. Along with this, Boehm et al. (2014) stated that highly diversify workplaces may be overwhelmed with several issues if the workers are not outfitted with appropriate knowledge, which is required for everyone to communicate effectively with the co-workers regardless of the diversity. To reduce, Aetna needs to have diversity training to reduce the interpersonal conflicts in the workplace and make better relations with the employees. In other words, the management can make better employee relations among the employees in a diverse environment through the implementation of appropriate diversity training.

Furthermore, Guillaume et al. (2017) stated that diversity is helpful for the employees in generating creativity in their working operations. The employees will make efforts to communicate and establish better relations with diverse employees to increase their skills and knowledge of performing their job creatively and innovatively. The elements of creativity and innovation will be helpful for the organisations in improving the relationship among the employees. On the other hand, Saxena (2014) stated that diversity might create the issue of communication at the workplace among the working employees for specific objectives. The barrier of communication may generate conflicts among the employees and may because of disputes at the workplace. The battle at the workplace may influence to employee relation relationship. As well as, the employees cannot share their message among the team members effectively and appropriately. Sometimes, the carrier of communication may be caused by sharing the wrong information among the team members. Incorrect and inappropriate messages among the team member will make a false impression of the diverse employees at the workplace. 
Also, Boehm and Dwertmann (2015) depicted that some of the employees have distance from some rage and religions and well do not like work with them, which may occur because of lousy employee relations at the workplace. For instance, some employees in the community do not like to communicate with Muslims as they are non-vegetarian. In this situation, the diversity in religion may influence employee relationship. In this situation, the employees cannot also work intentionally and may behave in the wrong manner. This type of behaviour may impact their relationship at the workplace and may because of negative organisational performance. Therefore, organisations need to manage religious diversity efficiently with proper organisational policies and regulations.
On the other hand, Al-Jenaibi (2017) stated that religious diversity would be helpful for the employees to understand the values and beliefs of different religions in a diverse community. The employees will make efforts to make better relations with the employees of other employees of diverse faith to increase their self-knowledge about different religions. In this concern, diversity may be advantageous for the organisations in improving the relationship among the employees in a positive manner.

According to Phillips et al. (2016), diversity at the workplace may be helpful for the organisations in developing a supportive environment and improve employee performance as well as organisational performance in the desired manner. For instance, the Aetna organisation has the proper focus on developing diversity to increase build better relationships among the employees and improve their efficiency to strengthen the organisational productivity. As a result, the organisation expanded its revenue by 9.8% from 2006 to 2007 as well as increased its market share. Thus, diversity at the workplace is helpful for the organisation in improving the organisational performance through better employee relationships at the workplace. On the other hand, Grivastava and Kleiner (2015) stated that the organisations that recruit a diverse workforce must also develop a working culture to promote the respect and dignity to make a better relationship among the employees. The existing employees may face some issues with working the employees who are from different backgrounds. For instance, the aged or experienced employees may encounter problems with the new and fresher employees as the fresher will need more effort to accomplish their responsibilities. As well as, they can disturb the working activities of existing employees (Nabi and Nabi, 2018). In this concern, diversity in the recruitment process may influence to the working environment of the company. 

Summary
Based on the literature review, it is analysed that people management is a useful tool for the organisations to manage human resources in a diverse working environment. Diversity may generate issues in recruitment and maintain employee relations at the workplace. Diversity has several advantages and disadvantages for an organisation in effectively getting the organisational objectives. Aetna can increase an innovative and creative working environment to boosting the employee as well as organisational performance in an effective way. As well as, the organisations can develop a learning environment at the workplace through the implementation of diversity. However, organisations need to have limited diversity at the workplace to manage the human resources effectively and improve organisational productivity. Diversity in the recruitment process may be helpful for the Aetna in the selection of skilled and knowledgeable employees to operate business activities in a better manner. However, it may also increase the emotional feeling among the individuals and may lead to failure of the selection of appropriate employees. As well as, Aetna aims to develop a productive working environment and creative culture at the workplace, but it may create the issues of communication and increase the cost of training for Aetna that may influence the organisational profitability. In this concern, the Aetna needs to have diversity in a limited manner for productive people management at the workplace.

Aetna has implemented several types of diversity at the workplace that can create issues in people management procedures. In this concern, the management of the Aetna is required to have control of developing diversity to manage the people management and improve the organisational performance in the desired manner. Limited diversity at the workplace will be helpful for the organisation to make a better relationship with the employees and develop appropriate policies to manage the diversity in the workplace. In other words, the management should invest in developing diversity in a limited manner for active people management and eliminate the issues among the employees. These efforts will be helpful for Aetna in improving diversity in a result oriented way. As well as, there will be a need for effective leadership programs to manage the diverse environment in a better way. In this concern, it is analysed that the diversity at the workplace may influence to entire operational activities as well as the existing people management practices. Therefore, Aetna needs to have appropriate and effective people management processes to improve the effectiveness of diversity management tools at the workplace. 
Recommendations: Proposals and Justifications:
Recommendations for Issue 1:
Regarding insufficient knowledge on the part of managers about workplace diversity management, Aetna could support their people to attend workshops and annual conferences. Managers of Aetna must communicate more to staff, to provide the team the room to disclose in them with their issues. Managers must be prepared to modify some part of their approaches when the diversity management methods implemented are not functioning successfully, but earlier working doing so, the change vision should be adequately communicated.
Additionally, Aetna must implement some change management values to support them in the change decision making. Some of the approaches involve continually growing the business strategy and vision, hiring a person with a high impact to help the change (Sheth, 2018). And lastly, Aetna must provide a real motive as to why managers and staff must understand the difference.
To overcome the issue of recruiting diverse people in the organisation, it is suggested to make use of the existing staff members (O’Brien et al. 2015). The current staff would help the human resource manager recruiting employees. For example, if Aetna has quality personnel who are minorities, the information about new job openings should be communicated to them to see if they are in contact with friends or relatives who may be interested or qualified for the job (Knights, and Omanović, 2016). This strategy would be useful for establishing the proper flow of diverse people. The main benefit of using this strategy is that it would minimise the managers' efforts and time for searching for different people, and also, the company's expenses of recruitment would be reduced significantly. Another proposal for Aetna is that it could enlarge the recruiting base beyond the local areas. This would help HR not to miss the opportunity for developing a diverse staff. In this context, it is suggested the Chief Diverse Officer of the Aetna adopt online job boards, and advertisements to reach full people that appeal to minorities. 

In addition to this, it is recommended Aetna communicate the advantages of diversity at the workforce effectively. The communication of the potential benefits of having diversified employees in Aetna would help expand the organisation into the market. It would be ultimately valuable in enhancing the organisation's growth and more opportunities for every member of the Aetna at each level (Greene, and Kirton, 2015). Furthermore, it is also recommended the Aetna to offer proper language training to the HR team so that the talented candidates from the different backgrounds and regions. This type of program would allow the Aetna to enjoy the fruit of the talents of a broader base of individuals. It would eliminate the language obstacles in recruiting the top people.

There is another proposal or method for the Aetna is to develop the Buddy System in the different teams to overcome the diversity issues. The managers should pair individuals based on their work, experience, and knowledge. For example, the manager should assign a fresher diverse individual with an experienced employee of the local region. The main reason behind this pairing is to develop the understanding and create the professional and personal relationship between these two individuals that help to understand each other in a better manner. It is also helpful for the management to work on some projects so that they know how to best relate to accomplishing the necessary tasks. Moreover, this Buddy Up program should be rotated every month within the functional department of the company that helps to make employees dynamic rather than work on a similar static environment (Nabi and Nabi, 2018). This rotation helps out to take out the employees from their comfort zone which is necessary for the Aetna to identify the skills and capabilities of the workers regarding any circumstances that develop the excellent leaders in the future to adapt in any environment and manage these kinds of issues in a significant manner.

Lastly, Aetna needs to frame the compliance policies and make sure that the HR department should monitor the individuals who follow the procedures or not. In case of any noncompliance with diversity policies by employees or managers needs to be addressed instantly and quickly. This policy monitors those individuals who involve in harassment, discrimination, and backbiting communication that needs to be identified at the time of issue. In this manner, Aetna can control the unethical behaviour of employees by taken disciplinary action and penalties. The management should not think about how an employee feels to work with different people and they differ from them in most of the areas. A workplace is a professional environment and needs to be treated by employees based on ranks or titles. So in this type of situation, the HR manager should hold the people accountable for their actions. It helps to maintain the professional environment at the workplace and decrease the chances of this type of activity in the future due to strong diversity compliance policies.

Issue 2: Recommendations

Some of the recommendations that support the inclusiveness that can be exercised in Aetna are systematic learning regarding cultural variations and the approach the company is operated. By using different recommendations, Aetna can enhance employees' capability to work with diverse others with cultural differences on their own (Aetna, 2018). This will improve inclusiveness in Aetna. Aetna can decrease miscommunication with diverse others and make relationships with diverse others through applying different recommendations, that is, through communicating successfully, functioning with diverse others, motivating fellows to be open in explaining their personal views, and educating staff regarding variations. These recommendations will enhance awareness regarding workplace diversity.

Relationship building and management is an essential task for the Aetna to measure its success of growth in the long run. It is the prime responsibility of the HR department, and Chief Diversity manager to maintain a good relationship with its employees work in the Aetna. To improve the relationship between employees from diverse regions, HR managers must embrace diversity in the workplace. The everyday challenges of the diverse workplace have an area, customs and communication (Saxena, 2014). In this type of situation, all the managers should be instructed by their HR team to accept the differences at the Aetna rather than only to take. The managers should praise and show the importance and values of different cultures and regions to their employees that create a positive environment in the workplace also maintain a strong relationship with its employees. From this strategy, the managers should quickly know every individual capability, potential, and motivation factor that helps to improve the productivity of the company in the long run to welcome the differences of the diverse culture into the shared vision of the Aetna. 

Similarly, open communication culture at the workplace is the main reason to maintain a productive relationship with their employees and manage the issues instantly. As per the survey of 70 companies by one of the leading market research firm which depicts that 86% of the employees of Fierce Inc expressed that ineffective communication is the primary reason of workplace failure and destroy the relationships. In this scenario, Aetna needs to promote the open communication policy at the workplace in the different functional departments right from the hiring systems So that the HR managers easily identify the views, thinking, and beliefs of the candidates and decide that an individual is fit for the company or not. The management should provide the various alternatives to their employees to share their problems, opportunities and ideas to their control in an appropriate manner through different modes of communication such as email writing, office chatbox, personal discussions and telephonic conversations. In this manner, the employees can share their actual scenario in front of their superiors that helps to understand the root cause of the problem, and that can easily manage by their managers through the implementation of flexible policies in the company that enhance the relationship-building in the company among diverse issues (Riccucci, 2018). Other methods or alternatives which are helpful to maintain a good relationship with different employees is to management should communicate the vision and mission of the company with them. Employees want to know that what they are working toward. The employees should understand that their roles and tasks are valuable and essential for the strategic direction of the company. The top management and senior managers should communicate the strategic vision and goals of the company with employees through small seminars every month that would be helpful to increase its motivation levels which helps to maintain the superior-subordinate relationship towards common goals.

Conclusion:
Need-based systems and methods are also focused by Aetna implement to accommodate the culture of the local workforce, and how to incorporate it with the massive business operation. As Aetna enhances their work has been conducted in the spirit of globalisation, they usually face diverse cultures and cultural exercises that cannot be considered suited to their working direction of the Aetna. According to this research, cultural aspects in Aetna should be accommodated and incorporated into the vision and employee-cohesion strategy if the Aetna predicts to put any practical impact and understand its aims within that considerable cultural context in the company as a whole. Cultural elements of Aetna are confronted, which comprise staffs' work ethics supported by culture, religion, among other aspects. It is also similarly prevailing that Aetna is facing these complicated contexts in particular manners and on specific concerns existing in the cultures of diversifies staffs. Complete importance must be provided to this important aspect in getting appropriate workplace relations, longer constancy and effective future performance.
As per the above analysis of the report, it is concluded that Aetna faces the two key diversity issues in its company that hamper their productivity of the company and creates the conflicts between the effects and management at the workplace. Moreover, it is also concluded that the literature review and recommendations provide the description of the problems and provide an appropriate framework for the management to resolve the issues in the company through the implementation of various methods selected in recommendations. Apart from that, a proper action plan is designed below with critical responsibilities and summaries that need to be followed by the Aetna at every individual role.

Action Plan:
It consists of several steps that provide the success to create a dynamic and diverse workforce. Necessary vital steps are listed below

1) Organisation Support

2) Diversity Friendly environment

3) Accountability

1) Action plan for organisation support

	Objectives

· Strategic: Company’s Support to make a diverse workforce

· Tactical: Develop a functional/corporate business case for diversity related to the mission, vision and strategic human resource plan (SHRM)
	Responsibilities Areas

Chief of Human Resources and Departmental Head (CHR), Chief Operating Officer, Chief Diversity Officer (CDO) and Chief Administrative Officer (CAO)

	Key activities

· The senior management team needs to endorse an action plan, and the business needs for diversity issues.

· Accurately state the reasons and benefits to create a diverse workforce and include in the business plans.

· Develop effective open communication plan so that every employee understand the needs and issues of a diverse workforce

· The leadership role is committed to supporting diversity issues that are important for the company. For example, transparent hiring and recruitment procedures introduce internship policies for concerned employees and manage conflicts.

 
	Timeline

Short term (around 2-3 months)

Medium-term (Some of the actives are in process)

	
	Links

Company’s goals in the corporate plan

· Increase productivity, reduce conflicts, positive work environment, and team-building approach

· HR strategic plan

Priority on training and development activities, performance management, compliance and integrity policies, compensation and other benefits

	Desired results

· Diversity is a part of the corporate culture

· Diversity is aligned with the company’s and business goals

· Several employees are high that understands the benefits and maintain diverse teamwork.


	Resources

HR Department and corporate service staff department (CSD)

News letters and email notifications

	
	Challenges

Employees acceptance


2) Action plan for Accountability

	Objectives

· Strategic: Accountability for diversity and clearly link between diversity issues and other company’s initiatives and business concerns 

· Tactical: Make a particular directory on variety with clear states the roles and responsibilities of the diverse workforce
	Responsibilities Areas

Chief of Human Resources and Departmental Head (CHR), Chief Operating Officer, Chief Diversity Officer (CDO) and Chief Administrative Officer (CAO)

	Key activities

· To Improve the reporting system so that senior persons monitor the progress quarterly

· Develop a new directory for the HR department so that the HR department implements it into Hiring, selection, and promotions.

· To enable diversity training by the senior managers to its employees in each functional department every month is mandatory.


	Timeline

Short term (around 1-2 months)

Medium-term (Some of the activities are implemented)

	
	Links

Company’s goals in the corporate plan

· HR strategic plan

· Priority on performance management activities in al functional departments

	Desired results

· Diversity is aligned with the company’s and business goals

· Priority is given to the diverse activities and its major issues
	Resources

HR Department and corporate service staff department (CSD)



	
	Challenges

Difficult to implement in the actual conflicting scenario


3) Action Plan to create a diversity-friendly environment

	Objectives

· Strategic: To create an environment that focuses on and improve the capabilities of all human resources in the company

· Tactical: Develop a flexible system at an administrative level that supports diversity at the corporate level. For example, Good HRA facilities, Respectful workplace, work from home options and short leave benefits
	Responsibilities Areas

Chief of Human Resources and Departmental Head (CHR), Chief Operating Officer, Chief Diversity Officer (CDO) 

	Key activities

· Work with senior leaders and union leaders to identify the diversity issues based on seniority and solve it by discussions and mutual understanding and try to accommodate those employees together with excellent HRA benefits

· Provide training to the managers to resolve these diverse issues and provide them with flexibility when they need actually.

· Hr managers and senior managers identify and remove these barriers based on seniority.

· To conduct flexible work timings and short leave facilities to the employees and give them work from home facilities as per their requirements

· Train HR and operation managers in the bias-free selection

· To celebrate the diversity at work pale to increase their awareness (For example National Aboriginal Day)

 
	Timeline

Medium-term (6 months)

	
	Links

· Linked with the HR Strategic Plan

· Survey of Cultural Research

· Respected Directive Workplace. 



	Desired results

· Respect the differences of a diverse workforce

· Increase in the interaction among employees to know the diverse issues and challenges

· It allows employees to use their full potential
	Resources

· The HR department and senior management



	
	Challenges

Not yet identified


The above given are the three essential action plans which are necessary for the company to manage the diversity issues at all levels of management and promote the positive environment in the workplace. 
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