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Aetna is one of the leading diversified health management sectors in America and Europe. This sector mainly focuses on the performances of members of these organisations. Aetna organisation focuses on the performance of the organisation in terms of value of individual differences and appreciation. It also concentrates on a heterogeneous working environment of the organisation. However, it can also be seen that it focuses on the equitable potentiality of the work environment of the organisation. Company gives opportunity for their employee to create an effective working network through innovative service production that cans help the company to fulfil their needs in the global market. Equitable potentiality in the working environment helps the company to generate more business network throughout the world. Two key drivers such as growth opportunities of the target markets and organisation need reflect on consumer need of the organisation. This section entails on perspectives of people management and contemporary management respectively. It focuses on the empowerment of personal strategic growth in terms of creative thinking leading and expertise of professionals in respect to specific management functions. This study focuses on sustainable partnership with the stakeholders of the organisation that enhances their activity. However, it also enhances their management of team working perspectives. The organisational performance also depends on the high performance of human resource management of the organisation. Several issues such as stakeholder’s issues, cash flow issues and decision problem among managers also impact on the performance of the organisation that has discussed in these chapters.
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Introduction 
Human resource management in a complex environment impacts on strategies, insights and solutions of the organisation. This report has focused on the identification of managerial issues and effect of external environment on Aetna. Identification of people strategy for the improvement in the work of stakeholders is also an essential part of this study. Various theories regarding the improvement of stakeholder’s capabilities are also discussed in this study that consists of active health management, world good health and many more. This report focuses on two key people management issues those impacts on organisational activities of Aetna. In other words, it also concentrates on external environment identification to resolve the problems. This section critically analyses the people management strategies with respect to stakeholders and organisation success. This study is going too carried out to manage people within the Aetna in respect of removing indecisions and taking up of appropriate actions for improvement of the organisations structure and policies. . This module entails on perspectives of people management and contemporary management respectively. Study focuses on the empowerment of personal strategic growth in terms of creative thinking leading and expertise of professionals in respect to specific management functions. This study facilitates sustainable partnership with the stakeholders of the organisation that enhances their activity. It is also stated that, management of team working can helps organisation to grow better in future. 
[bookmark: _30j0zll]Analysis 
[bookmark: _1fob9te]Two key people management issues 
Aetna organisation focuses on the performance of the organisation in terms of value of individual differences and appreciation. It also concentrates on the heterogeneous working environment of the organisation. In other words, it focuses on the equitable potentiality of the work environment of the organisation. It facilitates on a pragmatic business strategy that impact product maximisation, the creativity of work and workforce commitment that meets customer needs (Bratton and Gold, 2017). Two key drivers such as growth opportunities of the target markets and organisation need reflect on consumer need of the organisation. Due to this reason, they are maintained following objectives and they are as followings:
· Innovative products and services that meet their consumer needs and expectations
· Development and establishment of a multicultural marketplace in the organisation that enhances their activity (Farnham, 2015). 
· Workforce development that enhances communicative activities among Aetna business.
· The inclusion of several cultures impact employee contributions in terms of work and consumer needs.
Aetna focuses on their two key people management issues those impacts on the management of the workforce of the organisation (Marchington et al. 2016). Contrastingly, it also impacts on the development of succession plans of the organisation. It facilitates leadership and its activities that impact on a growth strategy of the organisation. The organisational performance also depends on the high performance of human resource management of the organisation. Several issues such as stakeholder’s issues, cash flow issues and decision problem among managers also impact on the performance of the organisation (Bhasin, 2016). Several key issues of human resource management are and they are as follows:
· Stakeholders problems
· Decision problems among HR managers of the organisations
· Legal issues of the organisations. 
· Performance management organisations (Bos-Nehles et al. 2017). 
Among them, two key issues such as stakeholders and organisational problems and decisional problems among HR managers are discussed in this chapter.
· Stakeholders and organisational problems:
Aetna has focused on a heterogeneous group of employees for their work environment. Due to this reason company face several problems with respect to stakeholders in terms of social, political, socioeconomic and moral issues of the organisations. Aetna provides health promotional facilities to peoples, which makes them different in the healthcare sector. In addition, stakeholders also focus on organisational benefits (Gonsalvez et al. 2016). Stakeholders also impact on the performance of the organisations in the following manners:
1. Employees of the organisation
2. The local council of the organisation
Stakeholders impact the development of organisations in terms of identification and engagement of key stakeholders. Financial stakeholders impact on the performances of the project in terms of a long budget. Stakeholders also impacts on investments of the project (Marler and Parry, 2016). Stakeholders need to focus on the performance of the development of the organisations in the following ways and they are as followings:
1. Stakeholders focus on the performances of the organisation that impact on the issues of the organisations. In addition, stakeholders also concentrates on positive and negative problems of the organisation
2. Stakeholders focus on the performances of organisations outcomes and ability that enhance performances of organisations and also on the wellbeing of the workers.
3. Stakeholders purchasing impact on the performances of maintenance and clinical facilities of the reorganisation. In other words, stakeholders also concentrate on the interpretation of the organisation in terms of its development and establishment of the organisations (Seeck and Diehl, 2017).
External also focuses on the performances of identification, strategic development of the organisation. In addition, Stakeholders also concentrates on Aetna's growth strategy in terms of pay for performance, career progression and many more. Management stakeholders impact on the performances of dealing with an organisation in terms of a relationship with the organisations. It can also be stated that, congruence lack can create stakeholders problems in terms of management and services of the organisation. Stakeholders also focus on service quality of the organisation that enhances the conflict among groups. Conflict among groups reduces organisational activities. Sometimes Stakeholders activities are not related to the norms and rules of the organisation that impacts on organisational activities. Therefore a stakeholder legitimacy problem occurs. Stakeholders also impacts on the development of the organisations (Tzabbar et al. 2017).
· Decisional problems among HR managers:
Human resource management always focuses on the problems of the organisations. It is observed that decisional problems among HR managers also impact on organisational activities. HR decision-making process also impacts on technology and recruitment of the organisation. It also focuses on the human factors of the organisation. Strategic human resource management activities impact an organisation's assets and functions (Bhatt, 2015).
	Human resource activities

	Human resources programs
	The efficiency of this factors
	The effectiveness of this factors
	Impact of this factors

	Staffs of the organisation
	· Hiring time of the organisation
· Hiring cost of the organisations
· Turnover rate of the organisation
	· Focus on performances of managers in respect to the hiring of employees
· Change the turnover rates of the organisation that impact on the revenue of the organisation (Bondarouk and Brewster, 2016)
	· Meet needs and expectations of consumers
· Programs for new staffs
· Repurchasing intention that impacts on organisational performances (Bondarouk et al. 2017)

	Training facilities of the organisations
	· Cost of the employees
· Training cost of the organisations
	· Development of skills and performances of the organisation
· Focus on the HR activities of the organisation.
	· Enhance the consumer level of the organisation
· Introduce new training program of the organisation (Dumont  et al. 2017)

	Compensations of the organisation.
	· Payroll costs of the organisations
· Organisation compensations and costs
	· Impact on hiring ability of the organisation
· Retention on the performances of employees (Madera et al. 2017).
	· Reduction of complaint in the organisation.
· Development of recognition of new programs


Table 1:  Human resource activities
(Source: Farnham, 2010)
Decision should be made very clearly so that it can be effective enough to manage organisational policies. Training and appraisal of employee can help motivate them to work effectively. Compensation of service cost attract customers which places a positive impact on the part of Aetna (Mariappadda, 2014).
[bookmark: _3znysh7]Identification of external factors
Environmental factors, organisational elements and individual assessment inhibit or enhance the quality of the medical services. In the opinion of Bratton and Gold (2017), quality of such, medical services have been precisely affected by personal aspects of patients and physician. Therefore, all the factors are pertaining to healthcare settings as well as help to provide a relatively broader environmental approach. Farnham, (2010) has identified that evaluation of external environmental approaches is said to be one of the important aspects within a healthcare service sector. However, it is also helped to analyse people management business strategy for ensuring an interrelationship along with organisational stakeholder.
	Factors
	Implication

	Technological 
	The implication of advanced technological factors is precisely affected healthcare industry in order to improve financial services Aetna.
In the opinion of Marchington et al. (2016), it helps to develop innovation trends with respect to the availability of big data and informational knowledge. In other words, technological external factors are also responsible to flourish communication level within the healthcare industry in Australia. Therefore, based on this discussion, it can be concluded that technological advancement is considered to be positively related to Aetna healthcare industry.

	Legal 
	The external legislative factors are mainly associated with health and safety regulation act, regional law, consumer acts, industry safety regulation corporate law and so on. As commented by Bhasin (2016), appropriateness of such external legal approach can also be considered as a pragmatic organisational strategy which is required to maximise creativity, productivity as well as an internal and external commitment with respect to a diverse consumer group. 

	Environmental 
	In the opinion of Bos-Nehles et al. (2017), environmental elements are another vital factor which is responsible to significantly affect internal people management. It includes resource management, recycling procedure, natural resources, climate changes and much more.  

	Political 
	Political factors impact the performances of health care problems in terms of drug importing polities, salary anomalies. This factors impact the growth of the organisation in a very decisive manner. Political factors impact on product and service improvements of these sectors. Subsequently, stakeholder's problems and decisional problems among managers also impact on Aetna's activities and performances. It impacts on organisational performances in terms of revenues and benefits of the organisation (Tangthong et al. 2014).

	Economical 
	Economic conditions also impact on Aetna's performances and its activities. The inflation rate, high unemployment reduces the activities of the organisation. It focuses on the performances and activities of the organisation. Expansion of resources and its lack, development in infrastructure and high capital cost also impact on organisational performances (Seeck and Diehl, 2017).

	Social 
	Social factors such as the population of Australia, aging, fertility rate and many more also impact on the performances of the organisation. It also focuses on the development of the organisation. In addition, Aetna focuses on their two key people management issues those impacts on the management of the workforce of the organisation. Contrastingly, it also impacts on the development of succession plans of the organisation. It facilitates leadership and its activities that impact on a growth strategy of the organisation. Along with this, congruence lack can create stakeholders problems in terms of management and services of the organisation. It also focuses on service quality of the organisation that enhances the conflict among groups. Conflict among groups reduces organisational activities. Sometimes Stakeholders activities are not related to the norms and rules of the organisation that impacts on organisational activities. Therefore a stakeholder legitimacy problem occurs. It also impacts on the development of the organisations. Due to decisional problems of organisational activities these factors have hampered that impact on organisational activities (Bratton and Gold, 2017).



Table 2: External factors that affect the existing healthcare industry
(Source: Farnham, 2010)
All of this mentioned external factors are segregated to provide a specific as well as appropriate management functions within Aetna healthcare industry. Furthermore, in the opinion of Gonsalvez et al. (2016), these are also focused to improve individual empowerment in terms of personal growth strategy. This leads to increase the importance of sustainable international and domestic partnership along with their organisational stakeholder. It has been also noticed that all of these prescribed elements are precisely associated with people management approach in order to develop conductive industrial culture. In accordance to Marler and Parry (2016), environmental sustainability industrial practices are incorporated to both financial and environmental benefits for the healthcare organisation. In addition, in order to align with such sustainability condition, existing healthcare service sector is successfully initiated an environmentally-friendly designing approach. Moreover, waste disposal association is also passing through a scrutiny. In other words, the effectiveness of external practices is said to relatively positively inter-relate to green environment approach that is also demonstrated by social corporate responsibility. This type of strategic organisational practices refers to a key part to planning assessment. Furthermore, the legal implication of pending lawsuits, potential hospitality mergers must also be taken into consideration as an overall strategy.
According to the provided case study, it can be observed that Aetna healthcare financial services can improve their social as well as an economic prospect by addressing external environmental assessment. Furthermore, the organisational board is considered to be relatively well aware and well concerned to domestic and international economic condition. However, by implementing all of those mentioned external approaches, Aetna healthcare industry can overcome their global crisis which has been occurred due to default in subprime mortgages in 2008. In other words, this existing healthcare sector has been passing through a difficult phase in order to develop internal and external working condition. Apart of all of the weaknesses, Aetna healthcare financial industry can enhance their global operating earnings, net income and preliminary guidance by making strong medical membership. As a result, Farnham (2010) has been narrated that core organisational performance is significantly strong and solid with respect to other international healthcare industry. However, as per provided case study, it can be also evident that all the mentioned external environmental elements are considered to be very beneficial for providing a proactive contribution to state and national level. Hence, due to this assessment, according to Taylor (2011), it helps to boost up affordability and accessibility of the healthcare industry in order to develop quality service. So that, Aetna can flourishes their healthcare service for relatively more American.          
[bookmark: _2et92p0]Appropriate people management strategy for the success of stakeholders and organizations 
Aetna has taken some strategies to manage their employee as well as to improve their overall company reputation. As stated by Molinari (2018), for widening and broadening its value in terms of strong stakeholders relation and success of the organization. Based on this scope, Aetna has adopted some strategy for effective management of the internal environment. These are as follows:
[bookmark: _tyjcwt]Integrated Workforce Management strategy 
For making people management strategy effective, Aetna has to manage their people in terms of employee and other stakeholders that are associated with their services. As stated by Stith and Hirth (2016), the success of this strategy can be measured by the effectiveness of the workforce plan such as regular delivery of business resources needed to meet customers' demands. This strategy is used to measure the strength of the company in order to provide better career growth opportunity to employees.
[bookmark: _3dy6vkm]ICE strategy
It is Aetna’s one of the most important business development strategy which is unique.  The core component of this strategy is Integration, communication and education. 
Integration: Aetna can manage their people effectively if they allow integrated strategy in their workforce area.  It refers to the all diversity component within the organisation, such as HR, investment, procurement and sales opportunity of the company. They are helping to establish long-term and short-term business planning process. The main focus under this strategy is the creation of a developmental tool to provide flexibility to customers.   
Communication: Communication between the stakeholders and workers are necessary for Aetnato to improve their managerial sector. It is the most powerful component of ICE strategy through which a company can deal with other outside company to broaden their businesses. Communication is necessary not only for the development of internal business strategy but also for interaction with stakeholders of the company (Punt, et al. 2016). 
Education: Training and skill development is necessary ingredient to furnish Aetna. Training of employee can help them to develop their skills and this is places a benefit for Aetna for their innovative services. It implies training of employee and practices required to develop a skill of the employees. Innovation is a current trend in the global market to achieve competitive advantage over strong competitors. For achieving these innovative technologies, a company need to adapt and create some innovative techniques which are only possible when the employee can be trained properly to implement their creative thinking.
[bookmark: _1t3h5sf]Performance Appraisal Strategy 
Any organisations that adopt performance appraisal strategy are benefited greatly by improving their business and service production strategies. These types of strategy are the most powerful in the field of developing employee’s interest towards their job. Aetna has currently established performance appraisal strategy to supports their employee (Punt et al. 2016). Employee's interest can be increased by giving them rewards for their extraordinary job. Performance appraisal helps the employee to understand their job quality regarding their work. Feedback is one of the most essential elements in the fields of employee's performance appraisal. The company provides rewards for each creative works. It can increase the interest of the employee and they become more concern about their work.
The employee is the main strength of the company, Aetna. They wanted to create some innovation in the field of global market. Hence, an employee's interest and contribution are necessary for achieving this. Performance appraisal can help to establish the ultimate value of the employees (Molinari, 2018).
[bookmark: _4d34og8]Appropriate people management strategy for the success of stakeholders and organizations
Stakeholders are one of the most important assets of the organizations in respect to organisational performances. Stakeholders are engaged in several works of the organisation. Stakeholders impact the development of organizations in terms of identification and engagement of key stakeholders. Financial stakeholders impact on the performances of the project in terms of a long budget. It also impacts on investments of the project. Stakeholders need to focus on the performance of the development of the organizations in the following ways and they are as followings:
1. Stakeholders focus on the performances of the organisation that impact on issues of the organizations. In addition, it also concentrates on positive and negative problems of the organisation
2. Stakeholders focus on the performances of organizations outcomes and ability that enhance performances of organizations (Sinnige et al. 2016).
Including this, it also concentrates on the interpretation of the organisation in terms of its development and establishment of the organizations. Management stakeholders impact on the performances of dealing with an organisation in terms of a relationship with the organizations. Contrastingly, congruence lack can create stakeholders problems in terms of management and services of the organisation. It also focuses on service quality of the organisation that enhances the conflict among groups (Zhang et al. 2015). Conflict among groups reduces organisational activities. Sometimes Stakeholders activities are not related to the norms and rules of the organisation that impacts on organisational activities. Therefore a stakeholder legitimacy problem occurs. It also impacts on the development of the organizations. Aetna has focused on the diversity index gaps that impact on stakeholders performances in terms of employee performances and segments. In addition, it also focuses on the performances of multicultural satisfaction index those impacts on the organisational performances. Suppliers diversifications impacts on the performances of expenditures of the organisation in terms of profitable growth of the organisation. However, it also focuses on the performances of cultural competency training that helps to improve the organisational performance. As Aetna is one of the diversified healthcare sectors, therefore, stakeholders strongly influence the organisation with the help of ICE strategy. For superior workforce plan and forecasting integrated business policy, Aetna has taken integrated management strategy (Punt et al. 2016).  This strategy has mainly taken to improve overall workforce productivity, providing flexibility in the supply chain and for the digitization of products in the global market. This strategy helps to promote the establishment of long-term innovative business strategies. Stakeholders in the organisation focus on the performance of employees and organisation. In addition, it also concentrates on the centralization of the organisation with respect to high performance and development strategy (Makhanova et al. 2017). Stakeholders of the organizations provide several benefits to the organisation and they are as follows:
· It helps to shape the projects of Aetna that enhance their revenue and profit.
· It provides support to the organization that impact on the resources and money of the organizations.
· It creates understandability among organization that enhances their performances and revenues.
These factors help to improve their organizational behavior and performances (Omotayo, 2015). 
[bookmark: _2s8eyo1]People management strategy for stakeholder involvement
[bookmark: _17dp8vu]People management strategy 
The effectiveness of people management strategy is one of the most important and basic requirement to improve the organisational environment in the international market. As suggested by Beardwell and Claydon (2010), an appropriate people management strategy helps to ensure a relatively strong relationship along with organisational stakeholder. Furthermore, in order to align with organisational people management strategy, Aetna healthcare industry must be confronted a wide number of challenges. It includes leadership development, change management, staffing challenges, recognition and rewards, appraisal and performance management and so on. The human management system of such healthcare financial sector is emphasised with a various issue of people management strategy which is said to be directly as well as notably affected to an internal business system (Owen, 2009). One of the most vital people management strategies is associated with a workforce management system, whereas another crucial management system strategy is considered as talent capability and leadership style. 

	Elements
	Justification

	Change in workforce management 
	In the opinion of Pettinger (2004), a workforce management system is precisely inter-related to human resource assessment of a healthcare financial industry. In other words, a supply of qualified workforce helps to achieve a business objective. As per prescribed case scenario, it can be observed that by implementing people management strategy, Aetna healthcare industry can forecast a relatively superior workforce to obtaining organisational needs. It includes targeted growth as well as local market-oriented growth in order to greet a diverse workforce, innovation system and much more (Redman and Wilkinson, 2008).

	Talent capability and leadership style  
	This proponent of people management strategy helps to determine functional capabilities along with an assessment of leadership quality.Not only that, it helps to improve bench strength as well as career growth with respect to succession planning system in order to ensure organisational internal ability (Dow et al. 2016). 



Table 3: Two people management strategy of Aetna healthcare sector
(Source: Pettinger, 2004)
[image: ]
Figure 1: People management strategy of Aetna healthcare sector
(Source: Redman and Wilkinson, 2008)

Therefore, from this above discussion, it can be said that people management strategy is most critical management proponent which is required for integrated use of industrial policy, system as well as a management practice. In addition, as commented by Zain and Setiawati (2019), it is confined to various numbers of managerial functions including organising, planning, directing and controlling the overall system. Nonetheless, Thomas et al. (2018) have been asserted that such strategic implication is significantly beneficial for healthcare financial sector from various perspectives:
· It helps to enhance industrial capacity for retaining their staff in order to obtain internal and external goals 
· It is required to boost up the performance level of their assured and potential employees and staff
· It helps to use their employee's knowledge and skills  effectively and efficiently by improving organizational productivity
· This proponent of people management strategy is also responsible to flourish industrial ability for managing change.    
Hence, as per this argumentative discussion, it is evident that human resource management planning system is positively inter-connected to personnel practices and policies. Moreover, it leads to ensure a relatively strong and powerful inter-relationship with an organisational stakeholder that helps to promote their quality service in the global and domestic healthcare industry (Gavine et al. 2018).  
[bookmark: _3rdcrjn]Stakeholder theory 
According to the theoretical framework of stakeholder theory, it can be found that people management strategy is precisely ensured the necessity and importance of stakeholder involvement. In accordance with Plummer (2018), it includes supplier, customers, healthcare providers, clients and much more. Owen and Çelik (2018) also asserted that the prospect of a stakeholder assessment is also needed to improve organisational diversity policy. According to provide a case study, it can be found that Aetna healthcare financial services are majorly focused on improvement of stakeholder relationship that is fruitful to identify organisational potentiality, effectiveness. In the opinion of Sonoda et al. (2017), primary stakeholders of an organisational are significantly maintained a formal inter-relationship along with existing industry whereas secondary stakeholders are remarkably affected or can be affected by the organisation. However, there is no such formal inter-connection with the organisation.
However, Aetna healthcare service sector is provided with a major concern to stakeholder involvement for improving their financial performance. According to Budak and Kar (2014), there is a cycling process in between organisational activity and stakeholder regulated by human resource management system. For example, an appropriate stakeholder relationship refers to flourish organisational strategy which is further needed to develop overall financial performance in domestic as well as international market. In addition, from the given case study of diversified healthcare benefits organisation, it is evident that Raymond Marcos is successful to initiate a strong connection between organisational and stakeholder by adopting value-based as well as broad-based strategic approach with respect to internal diversity management system. The effectiveness of stakeholder theory within this existing healthcare benefits company leads to focus on the customer-centric feature by developing integrity, accountability, employee involvement and organisational value as well as quality service (Hinchliffe et al. 2018). 
Similarly, for ensuring stakeholder engagement, Aetna healthcare industry is precisely dealt with ICE strategic association (integration, communication and the education). This type of ICE organisational approach refers to associate with diversity prospect that helps to increase the necessity of sustainable partnership along with their clients, health service providers, care, user, suppliers and another stakeholder (Hibbard et al. 2017).  
Therefore, from this overall argumentative discussion, it is quite clear that people management strategy is mainly focused to provoke a critical awareness and alertness of the contemporary individual management system in order to ensure stakeholder relationship. In other words, this prospect of a consultancy project management system must require enabling a proactive response to the contemporary issue judiciously and creatively in a very systematic manner (Donegan et al. 2017). Nonetheless, by implementing this strategic approach, Aetna healthcare service sector can deliver a relevant and valid social and ethical dimension to project management regulated by Raymond Marcos. Furthermore, the appropriateness of people management strategy leads to celebrate the diversity assessment that helps to appreciate the value of individual differences. So that, in order to deliver a suitable consultancy project within a healthcare financial service sector, a human resource management system effectively maintains a heterogeneous workforce which emphasises to a training program, generational identity, functional experience and much more (Sturdy, 2018).                 
[bookmark: _26in1rg]Appropriate actions and focus for organisations for removing of indecisions
[bookmark: _lnxbz9]People management practices
The practice of people management strategy is employed as the organisational functional approach that is designed to enhance employee performance level based on strategic objectives. Human resource principles are fundamentally associated to find out a diversity index gap in order to increase organisational productivity and employee engagement. However, as per the following case scenario, it can be found that diversity strategy in Aetna healthcare industry is significantly affiliated to a broader approach of human resource strategy. Furthermore, as reflected in the strategic statement of existing healthcare industry, there is evidence that human resource practices are considered to be accountable for the advancement of high performing and diverse workforce. As a result, it is fundamentally responsible to deliver sustainable leadership quality for operational business priorities for global success (Pravst et al. 2018). 
In the opinion of Fu et al. (2018), there is a numerous number of functional practices of human resource management system in which it assists a notable internet-relationship among health care inputs, expenditure categories, budget elements and so many. However, Pravst et al. (2018) have been asserted that there is also another three major components of people management system that includes physical capital, human resource and consumable. Expenditure category of people management system is categorized into two separate elements such as recurrent and capital. Elements of capital of people management strategy are classified into investment in equipment and organizational maintenance factors which are also considered as budget elements of people management system (Sturdy, 2018). Similarly, practices of recurrent within an organisation are precisely associated with any other recurrent assessment, maintenance of business proponent as well as labour cost. [Refer to Appendix 1].
All of these mentioned elements of people management practices are precisely dealt with economic development in order to overcome organizational diversity oriented issues. As a result, according to strategic enterprise statement of Aetna healthcare service sector, it is also noticed that the existing industry is successful to provide a relatively cost-effective as well as high quality based health care services and associated solutions. As commented by Hibbard et al. (2017), it will leverage a relevant informational knowledge for achieving the requirement of their targeted customer in international and domestic industry.
[image: ]
Figure 2: People management practices
(Source: Created by author)
    
[bookmark: _35nkun2]Complex and contemporary management challenges 
The contemporary organisational environment provides a new challenging aspect that influencing so many proponents of the management emphasizing its vital facets such as people management system. As commented by Hinchliffe et al. (2018), the most frequent challenges to complex management system are related to legal, economic environment, globalization approach, workforce diversity and much more. On another hand, these are remarkably affiliated to organisational demographic change, changes in employee's educational background, technological development and expectation concerning their working conditions. As narrated by Budak and Kar (2014), these elements are indirectly and directly identify people management strategy along with a possibility of implementation. Therefore, from that perspective, it is helped to provide a clear understanding regarding the challenging issue of people management system which is mentioned in the following section:
· Globalization aspects
· Technological and economic challenges
· Quality concern and workforce availability
· Diversity and demographic issue
· Organisational restructuring 
[image: ]
Figure 3: the challenging issue of people management system
(Source: Hinchliffe et al. 2018)

Hence, by analysing a contemporary and complex challenging issue of people management practices, Aetna healthcare industry can provide a relatively more concern to deliver tailored and innovative service and products solutions for obtaining consumer’s unique needs.   
[bookmark: _1ksv4uv]Identifying appropriate organisational action to remove indecisions
According to provide a case study, it can be observed that Aetna healthcare service centre is effectively confronted to inability to take an appropriate decision in a quick manner. Raymond Marcos has been observed that the healthcare industry is passing through a financial crisis in the global market. However, the gross domestic product is said to be significantly reduced across the international market. This type of organisation intervention has been taken a form of capital injections, cuts in interest rate, lending guarantees in order to revive ailing banking progress and to re-established investors confidence as well as to restore the organisational ability. Hence, for overcoming all of those mentioned challenges within an organisation, Aetna healthcare service sector is focused to implement some of the major strategic approaches which are directly affiliated to business association. 
Therefore, in order to meet industrial needs and customer requirement, a human resource management system is decided to adopt a functional strategy of people management system. As cited by Edward freeman (1984), it includes the formulation of marketing strategy, financial strategy, logistics strategy, production strategy and so on. In other words, the existing healthcare service sector must be provided with a clear concern on disruption of political and social structure, individual aptitude and adequate support system to top management level. These aspects are responsible for the failure of the human resource strategy (Mitroff, 1983). Similarly, Aetna Company is also focused to adopt implication of ICT strategy which is discussed in the following section:      
[bookmark: _44sinio]Strategically implication to remove indecisions
ICE strategy is the most popular human resource approach which is significantly and precisely helps to adopt an appropriate industrial activity. In the opinion of Gavine et al. (2018), this ICE strategy stands for Integration, communication and the educational approach. The facet of integration helps to analyse overall diversity component within an organisation. In other words, the approach is lead to provide a relatively philanthropic foundation of industrial assessment by taking into account its sales volume, investment prospect and procurement factors. Similarly, as suggested by Thomas et al. (2018), people management strategic practice is fully integrated into long-term and short-term business planning progress.
Nonetheless, appropriateness of communicational approach is defined as dissemination and formulation of informational knowledge to their assured and potential customers and employees. Lastly, the significance of the educational system requires analysing the characteristics of a diversity strategy along with its needed proponents.  
Therefore, from this overall discussion, it can examine that Aetna healthcare financial service sector can reframe their organisational activity by implementing a suitable organisational progress (Zain and Setiawati, 2019). Some major strategic activity is mentioned in the following segment: 
· Demonstrating opportunity and addressing the environmental condition in the market
· Need to provide a certain concern to corporate social responsibility 
· Required to provide a regular and transparent communication among their care user, care providers and another employee
· Enhancement in hiring practice and employee autonomy
· Generating a competitive atmosphere by the cost leadership analysis and differentiation      
For example, according to the theoretical approach of people management such as Fombrun, Tichy and Devanna Model, it is mainly focused on some major elements of human resource function by neglecting contingency factors. As mentioned by Dow et al. (2016), the existing theoretical framework leads to confronting with stakeholder interest, situational factors, policies of human resource management system, appropriate outcomes as well as long-term consequences [refer to appendix 2].   
[bookmark: _2jxsxqh]Recommendations

	
	S: Specific
	M: Measurable
	A: Achievable
	R: Relevant
	T: Time-bound

	Recommendation 1:
Improvement in the strategic formulation to obtain business objectives
	Strategic formulation 
	It can be measured by overall business performance.  
	Attainment of the strategic formulation is said to be achieved by addressing organisational mission and goals based on their objectives
	Relevancy of such recommendation is considered to be relevant one as it helps to provide a greater variety of the attributes with respect to the economic environment.
	3 months - 5 months 

	Recommendation 2: To develop a sustainable partnership with organisational stakeholder for flourishment in working practice  
	Provide a sustainable partnership 
	This factor is measured by accessing external market status and environmental assessment. Moreover, it helps to make a success of any particular project management system.  
	This recommendation is attainable through an appropriate promotional activity of such healthcare management system. It is also required to improve their internal as well as external organisational practice with respect to the international market.
	Making a sustainable partnership is the most vital requirement for an organisation that helps to increase competitive nature. 
	4 months - 5 months 

	Recommendation 3: Requirement to provide a major concern to personal growth  
	Improvement in personal growth 
	Personal growth is further considered as individual growth in order to play their role within an organisation. Therefore, as a result, it helps to boost up the organisational financial performance level by which this factor can be measured. Furthermore, as per this overall argumentative discussion, the proponent of such aspects is also responsible to maintain people management system in existing healthcare financial service sector. 
	The individual growth within an organisation refers to provide significantly creative business practices based on professional expertise with respect to any particular management functions. 
	Recommendation regarding personal growth is also employed as a relevant one that helps to increase the level of critical awareness concerning human resource management system. Furthermore, in order to flourish personal growth in a consultancy project management system, the business association can effectively address a complex as well as contemporary management challenges.  
	3 months - 4 months 


Table 4: Smart recommendation of consultancy project management system
(Source: Created by author)
[bookmark: _z337ya]Conclusions 
This paper is premised on a holistic discussion on consultancy project management system of a healthcare service sector. By analysing this overall argumentative discussion, it can be found that health manpower strategic system is considered to be a crucial element for community health planning process. The report is primarily focused on Aetna financial health service sector by highlighting people management strategy, appropriateness of stakeholder engagement. In other words, this type of strategic implementation is fundamentally helped to overcome organisational indecision approach in order to focus on identifying appropriate organisational actions within an industry. However, by providing entire discussion, it can be understood regarding human resource practice that has been directly influenced to Aetna healthcare financial service sector.  
Therefore, in order to align with the consultancy project management system, the report is focused to highlight in addressing various external environmental factors. It confines to economical elements, political factors, social factors, environmental factors, technological aspects and so on. In other words, there is also recommended some major suggestion by which Aetna financial healthcare sector and other healthcare industry can improve their internal communication level, financial performance, business strategy and many other. As per the above segment, it is also very convenient to expand organisational creativity as well as innovation assessment for initiating sustainable partnership and sustainable condition. Hence, in this way, this paper is presented a brief discussion in the context of the consultancy project management system with respect to Aetna healthcare service sector in the global industry.        
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Appendix 1: People management practices
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Appendix 2: Fombrun, Tichy and Devanna Model
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