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Executive summary 
This report first conducts an external analysis, using the PEST model to analyze the external environment of Aetna from the four aspects of political, economic, social and technological. From the analysis, it is found that Obama's implementation of Patient Protection and Affordable Care Act (PPACA) and the aging of the American population are good opportunities for Aetna’s development, however, after the economic crisis, the US economic slumped, the unemployment rate has increased significantly, which is a challenge for Aetna. Among these opportunities and challenges, I recommend retaining the baby boomer generation to maintain the company's business growth. Second, this report presents the benefits and problems for Aetna to retain Baby Boomers. These benefits include Baby Boomers meet the target customers, meet the value of Aetna, Baby Boomers cost less than preconceived, and they will work longer. The problems consist of age discrimination, retirement wave, and Baby Boomers' health challenges. Then, recommendations are proposed, such as, extending the working life of Baby Boomers, eliminate age discrimination, implementing mentor and knowledge sharing programs, conduct risk assessments. In conclusion, several plans are suggested to be taken into actions, work-life plan, retirement plan, training plan, and mentor program.
















Introduction 
[bookmark: OLE_LINK12]2008 financial crisis affected millions of Americans, several major financial institutions are absorbed by other financial institutions, receive government bailouts, or completely crash, like Lehman Brothers, Merrill Lynch, AIG etc. The Great Recession resulted in share prices plunged throughout the world, prompted cutbacks at many companies, and the unemployment rate increased, a deep recession had enveloped most of the globe. Insurance companies also suffered, as well as Aetna. The net income was 1,384.1 million in 2008 compared with 1,831 million in 2007, which declined 24%. In this case, the shareholders may consider cutting down the expenditure on diversity.
Aetna is recognized as a global leader in diversity, the belief in diversity is part of our traditions, history, and values, we recognize that diversity and inclusion is our best resource to reshape our health care system and build a healthier world. In 2008, Aetna wins the top 40 diversity companies (DiversityInc, 2008). There will be a great negative impact on the development of diversity if we reduce outlay on diversity in Aetna. 
Therefore, in this report, I suggest that our company retain the expenditure of diversity, which will be a long-term benefit strategy of the company as our diversity focus to drive business growth. According to PwC, 64% of CEOs report having diversity and inclusion initiatives in place, only 8% include age as part of their efforts (PwC, 2015), so I suggest Aetna pay attention to age diversity, and enhance age diversity by retaining the Baby Boomers. As we known, the Baby Boom generation’s workforce is still sizable, they take up more than 30% in Aetna. However, a large number of Baby Boomers will reach the traditional retirement age and leave the labor market in the next 10 to 20 years, and younger workers will not be able to fill all the positions that our business needs. They have accumulated rich experience and skills in decades of their working career, it is a good thing for most enterprises to retain talented and mature employees, the same as Aetna. We should recognize the value and leverage the talents of Baby Boomers, they are talents, talents are capital (Beier, 2015), retain the highest performing talent in an increasingly global and diverse marketplace can enhance the competitiveness of our company. It is essential for Aetna to keep the talents of the mature labor force as a valuable competitive advantage.
[bookmark: OLE_LINK13][bookmark: OLE_LINK14]In order to cope with the coming mobility of Baby Boomers, Aetna needs to develop strategies to retain them. Before making the strategies, we should be familiar with the current situation of the changing external environment, as we all know that human resource management cannot be separated from the complex environment. Recruitment, retention and development decisions in Aetna need to take external environment as a reference. In this report, PEST model is used to make a simple analysis of Aetna's external environment, which must be considered as a factor affecting the company’s diverse workforce decision-making. 
Complex environments analysis (PEST)
Political
[bookmark: OLE_LINK6][bookmark: OLE_LINK16]In 2010, Obama introduced the Patient Protection and Affordable Care Act (PPACA), all the US citizens are required to buy health insurance. This is a good chance for Aetna to expand business, the insurance coverage rate increases and the revenue continue to grow, 33.8 billion in 2011, 60.3 billion in 2015, increasing 78.4% (Insurance Information Institute, 2018). In the early of 2017, president Trump advocated the abolition of "Obamacare". In December, he signed the “Tax Reduction and Employment Act 2017”, which allows people to avoid compulsory medical insurance purchases, if abolished, about 2.6 million jobs could be lost by 2019 (Tami Luhby, 2018). Meanwhile, if the new law is fully implemented, the number of citizens who buy insurance will be greatly reduced, which will bring a huge challenge to insurance companies, include Aetna.
[bookmark: OLE_LINK15][bookmark: OLE_LINK9]Many legal issues and regulations protect employees’ equity rights and from discrimination in their compensation. The Equal Employment Opportunity Commission (EEOC) enforces federal laws prohibiting employment discrimination; a trade union bargains with employers on behalf of union members and negotiates labor contracts, help elderly for unfair labor practices; The Equal Pay Act of 1963, Title VII of the Civil Rights Act of 1964, the Age Discrimination in Employment Act of 1967, These laws have provisions on equality and discrimination. Tax Equity and Fiscal Responsibility Act of 1982, Congress amends the ADEA to provide for non-discrimination in group health plan coverage for older workers. Age Discrimination in Employment Amendments of 1986, ADEA coverage to all individuals at least 40 years of age and eliminates the upper-age coverage cap of 70. Older Workers Benefit Protection Act, The OWBPA amends the ADEA to prohibit age discrimination in employee benefits (U.S. Government, 2018), (U.S. EEOC, 2018), (ADEA and Amendments, 2018). Aetna need to notice that discrimination and inequity are prohibited in the workplace at the legal level.
Economic 
[bookmark: OLE_LINK17][bookmark: OLE_LINK45][bookmark: OLE_LINK46][bookmark: OLE_LINK47]Figure 1 represents the GDP growth rate, the percent of Medicare Expenditure of GDP and the Medicaid Expenditures of GDP in the United State from 2010 to 2017. the Medicare Expenditures as a percent of GDP is maintaining 3.4%-3.8%, the Medicare Expenditures as a percent of GDP is maintaining 1.6% to 2.1%, from 2010-2017. Another group data, almost a third of Americans had public health insurance in 2016, mostly Medicare and Medicaid (Kaiser Family Foundation, 2018), Medicare and Medicaid contribute nearly 60% of the combined revenue for Aetna (Dan Mangan, 2017), which benefits from "Obamacare".

Figure 1: GDP growth rate and Medicare and Medicaid Expenditures as percent of GDP in the US, from 2010-2017 (Statista, 2018a), (CMS.gov, 2018).

The unemployment rate in the United States from 2007 to 2017 is presented from Figure 2, the unemployment is striking between 2008-2009 and peaked in 2010. America is one of the countries most affected by the financial crisis (2008), which impacted the US labor market (Statista, 2017). Figure 3 displays the unemployment rate in the US by age. The unemployment rate of all the age group declined, the rate of 16-24 years was the highest, while, the rate of the old 45 years and older was 3.2% in 2017 (Statista, 2018b). The unemployment rate among the elderly is low, as they are willing to work for a long time and more loyal to the company. However, the number of long-term unemployed among the elderly is much higher, once they are unemployed, it is difficult for them to find a job. 


Figure 2: Unemployment rate in the US from 2008 to 2017 (Statista, 2017).

Figure 3: Unemployment rate in the US, from 2008-2017, by age (Statista, 2018b).
Social
[bookmark: OLE_LINK18][bookmark: OLE_LINK10][bookmark: OLE_LINK48][bookmark: OLE_LINK49]Figure 4 shows the structure of the total US population and labor force, by generation. The total population was estimated at 325.72 million by 2017 by generation. In that year, Baby Boomers, Generation X, Generation Y, and Generation Z made up about 22.5%, 20.1%, 22% and 26.5% of the population in the United States, respectively. By 2035, the population aged 65 and over will first outnumber children aged under 18 (Haseltine, 2018). Aging population will lead to aging labor force and labor shortage. In the U.S. labor market, more than one-in-three American labor force participants (35%) are Generation Y, the distribution is 33% of Generation X and 30% of Baby Boomers. According to the U.S. 2017 National Population Projections (Census, 2018), America’s workforce is growing older, by 2019, it is expected to that 25% of workers will be at least 55 years old (Statista, 2018b). The labor force is expected to grow by an average of 0.6% annually between 2016 and 2026, while the labor force aged 65 to 74 is expected to grow by 4.2% annually, and the growth is 6.7% of aged 75 and over. The aging population brings pressure to the society, the America government have to consider expanding medical investment. The aging population will also impact on health care industry, which will lead to a shortage of medical staff, especially nurses and assistant professionals. Aetna as a health insurance organization, it is the responsibility for us to provide convenient and various services for the elderly in their later life. 

Figure 4: Distributions of the U.S. population and labor force in 2017, by generation (Statista, 2018).
Technological
Big data and cloud computing are widely used in product innovation, an insurance marketing and internal management of insurance companies. Insurance companies serve insurance consumers by creating new platforms and using new technologies. For example, artificial intelligence and big data can help to target the precise market, customer needs. Aetna joint venture bring out Innovation Health and launch digital products, such as the chat robot ANN. In 2015, Aetna cooperated with HealthEdge, which provide technical support, for instance, private exchanges and automated manual business processes. Customers can enroll and search for doctors online, settle claims online and so on. Therefore, employees have to master some IT skills to serve customers, to match the demand for jobs. While, IT skills are the challenge for Baby Boomers to learn, as many of them get in touch with IT very late, unlike youngers, they use technology and the related products earlier. It will take time and energy for them to adapt and learn new things.
Discussion 
Benefits for Aetna retaining Baby Boomers 
On the basis of understanding the external environment, I will analyze the benefits and problems of keeping baby boomers in Aetna. There are plenty of benefits for Aetna to retain employees of Baby Boomers, all of these can bring value to business. mature workers are the critical component of the successful business, their positive effect outweighs the negative.
Meet the target customers, the aging population in the United States
Like other large insurance companies, Aetna is highly reliant on old workers (CIPD, 2017), the employees’ average age is 41, the age structure of workforce is high, which is matching America’s aging population (Figure 5, 6). Retaining Baby Boomers (old/elder/mature workers), who can reach clients and customers of an older demographic as well. 

Figure 5: Multi-generation workforce in Aetna (Aetna, 2018).

[bookmark: OLE_LINK19]With the aging population, there must be some opportunities in our target market, retirement population, more and more elder customers need to be served. Figure 8 displays percentage of people by type of health insurance coverage by Age in the United State, 2017. The highest coverage rate was 98.8%, age over than 65; followed by 94.7%, under 19; 90.6%, 45-64; and 86%, 85.5%, 82.8% for the age of 35-44, 19-24, 25-34, respectively. This shows that only a very small number of the elderly do not have health insurance, elder people are the largest customers group. Familiarity, comfort for similar groups, people tend to associate with people they are familiar with, which can promote the tendency to do business with members of the same group (Kenny et al., 2016). 

Figure 6: Percentage of people who covered health insurance, by age, U.S., 2017 (U.S. Census Bureau, 2017).

The health care industry is leading for creating jobs, the talent market in the insurance industry is not yet full, therefore, it is essential for Aetna to keep Baby Boomers and extend their working life to meet the growing labor force of 50+ and the growth market. Recent years, the risk of dementia, drug abuse and mental disorders, such as depression among older Americans is increasing. Despite the increasing demand for mental health services for the elderly, there is a lack of professionals with the necessary training to treat these elderly patients. With the increase of the elderly population with behavioral and psychological difficulties, the demand for related services and care will also increase. Baby boomers are the professional workers, they can provide health counseling services to these elderly customers and help them to deal with some problems. Thus it can be seen Baby Boomers would meet the mental health needs of elder customers.
Moreover, there is an increasing trend that the elderly is buying life and long-term care combination products and income annuities, they have been focusing on making a living and saving for retirement. Now they need to decide how to turn these savings into a sustainable source of retirement income. This is the service that Aetna provide for today's consumers. Therefore, Aetna should consider bringing out a plan for retirement people, which can be formulated with the participation of baby boomers as they can see the points of the elderly’ needs.
Even if customers in Aetna is diverse, most of our customers are the elderly. In an aging society, our target customers can be more accurately positioned, the old people. Baby Boomers match Aetna's strategy, providing high-quality, cost-effective health and related solutions that leverage information to meet the needs of targeted customers.
Meet the “Aetna Way”
Integrity
[bookmark: OLE_LINK20]Honesty and integrity are an important quality. Honest and upright employees have a strong affinity, they are trustworthy and loyal to their obligations and responsibilities, they respect others and helpful, they also have good interpersonal relationships with the colleagues or customers and they possess highly loyal to the company.
Baby boomers are considered to be the most honest and upright generation. Recruiting managers always give baby boomers high marks for loyalty, reliability, and productivity. Actually, in Aetna, Baby Boomers have a strong work ethic, they are more committed to our company, and they regard the company's interests as more important than their personal interests. Also, they exist a high degree of social responsibility, realistic and pragmatic, they treat the colleagues and customers with heart and soul and keep good relations with the colleagues and customers. If the integrity of an employee is spreading to the whole workforce in Aetna, these will spread to all the customers, which can enhance the company's employer branding, client branding, and brings commercial benefits to the company, these are potential competitive advantages. Because of the loyalty of the baby boomers, who are more stable, they prefer to stay in a company for a long time and are less likely to leave the company than younger employees. In Aetna, 14% of employees have worked at Aetna over than 20 years, which is a long time in their personal life. Baby Boomers with honesty are a valuable asset for Aetna.
Employee engagement 
Higher employee’s engagement correlates with favorable movement in a range of financial, customers and operational results. Figure 7 displays mature employees are actually the most engaged employees in the job, 65% of employees aged 55 and over are engaged, 58%-60% of workers under 55 are engaged (Paullin, 2014). Baby Boomers performed a high level of engagement in Aetna. Employees engagement has implications for both retention and business results, employees with high engagement often create sustained productivity and innovation. For Aetna, engagement can be translated into dollars.
[image: ]
Source: (SHRM, 2014)

[bookmark: OLE_LINK21]In addition, workers age over 55 is also the most motivated, 81% of workers age over 55 are motivated than the average level of 78% and much higher than the other age groups (Figure 7). Motivation positive affect job satisfaction, Baby boomers are more satisfied with their job them younger. As we know, job satisfaction is positive affect employees' job performance. If Aetna' employees with higher job satisfaction, they will contribute job performance. In some aspects of job performance, mature workers do well, for example, performance quality, company citizenship behaviors, seek to change and commitment. In addition to the work itself, performance also includes organizational citizenship and pro-social behavior, such as mentoring, helping others work and maintaining a positive work attitude, in this case, age has a significant positive correlation with performance.
Another, mobility rate of Baby Boomer is less than the younger, lower expected turnover would reduce potential turnover cost, reduce recruiting and training cost, then, there will be more investment return by training on Baby Boomers. Mature workers are a valuable resource for training and mentoring. Training and mentoring will inspire, respect, identify and admire each other with different age groups, which push for hard work and outcomes.

Figure 7: Average workforce engagement levels by age group, U.S., 2015 (AARP, 2015).
Quality service and values
[bookmark: OLE_LINK50]Baby Boomers are mature workers, they possess valuable knowledge, good job-related skills, and a high level of relevant experience. First, the valuable knowledges conclude of professional knowledge, some specific expertise or skills, such as, insurance industry knowledge, institutional knowledge; social knowledge, which means the relationship between people, such as the network developed by senior leaders and sales professionals; cultural knowledge means understanding the way Aetna actually do things, for example, how to quickly find the right person to do Chinese translation. The Baby Boomers master this knowledge. 
Second, Baby Boomers own excellent job-related skills. The skills are highly valuable, as the ability comes with age. They are outstanding in leadership, organizational skills, writing skills, and problem-solving skills. And they possess very significant skills, interpersonal skills. The interpersonal skills of the Baby Boomers are particularly prominent compared to younger generations among the growing up of the Internet. SMS is the default mode of communication for Generation Y, they are accustomed to use SMS and email to communicate with customers. Although this is not a problem for friends and family, it can present a disadvantage in the workplace. Interpersonal skills conclude of adaptability, negotiation, conflict resolution, conflict management, communication skills, persuasion skills and team building. Also, interpersonal skills are important for employees to associate with supervisors, other employees, customers, and people of communities. Employees of Baby Boomers in Aetna make good use of these skills, thus mature workers are highly networked and connected contacts than younger workers. One of the benefits of working long hours is that meet many people at work, Baby boomers do have an advantage in this respect, whether it's looking for customers or suppliers who can provide the right solutions for the company's business.
With these knowledge and skills, they do a minimal number of severe errors, and they can make the simple, easy and quick decisions. Hence, Baby Boomers can deliver the highest quality and value to customers through simple, easy solutions, as a result, the customers always trust mature employees with their skills, experience. 
Excellence and accountability
[bookmark: OLE_LINK22][bookmark: OLE_LINK23]Baby boomers are known for their workaholics (Slater, Weigand and Zwirlein, 2008), they work very hard, and they respect the hierarchy of the organization and believe that people have to work hard to reach the top of the management. Many baby boomers occupy the top positions in the company. Besides, Baby Boomers present a positive attitude to work, they rarely show aggression, lateness and voluntary absence in the workplace, they always go above and beyond job requirement. Most of Baby Boomers are caregivers, they access strong sense of accountability, and they are least likely to be stressed better equipped to cope with work-related pressures. In addition, Baby boomers adapt to a changing world more than any other generations, as they have gone through too much. Although Generation Y usually knows more about new technologies, the baby boomers have to learn and adapt to different technologies and completely different ways of working. They have experienced many changes in their careers, as a result, they are more adaptable, and they have a different perspective. Differences in age and experience can lead to distinct perspectives and tend to be more open to all kinds of possibilities (Przetacka, 2009). In fact, Baby boomers have invented the technology we use today, whether Windows or Mac, they have the spirit of innovation, they are willing to learn new knowledge, and inspire innovation in our products and services. Third, Baby boomers have brought years of work and life experience. They are smart employees, they have mature emotion and intelligence. Also, they understand internal workflows of Aetna, they know how to get along with the colleagues and customers, how to deal with emergencies, how to solve difficulties in the workplace, and they can energize the workforce. In the meanwhile, seasoned employees lesson from past successes and failures. The experience could not be substituted, elder workers can share mistakes and business, while the younger employees do not have.
Above all, Baby Boomers are a generation of excellence, willing to look ahead, observe, listen and learn.
Baby Boomers actually cost less than preconceived
The labor costs conclude annual costs and one-time cost. The annual costs consist of the main aspects, cash compensation, health care, retirement and paid time off. The One-time costs contain new employee and departing employee costs (Figure 8). In Aetna, we use salary-based and performance-based annual bonus variable compensation, this shows the compensation is related to individual position and performance (Aetna, 2017), but not related to the length of service and the age of employees. Figure 9 shows that there is a downward trend in cash compensation for workers’ age from 50 in the health care industry. Figure 10 also displays that there is a downward trend in cash compensation for workers’ service length from 25 years. Therefore, the cost of elder employees, whose age are over 50, is less than Gen X, more than Gen Y. Aetna can significantly increase the retention of employees over the age of 50 or employ employees over the age of 50 without affecting their total labor costs.
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Figure 8: Labor costs components (AARP, 2015).

[bookmark: _Hlk533685443]Figure 9: Cash compensation by age in large companies of the healthcare industry (AARP, 2015).

Figure 10: Cash compensation by years of service in large companies of the healthcare industry (AARP, 2015).

In terms of health care costs, for example, 401(k) plan and supplemental 401(k) plan, Aetna provides these contributions based on the percentage of wages and are rarely linked to age or tenure. Although health care costs are increasing for all age groups from 2003-2011 (Figure 11), while the increasing rate for workers over 55 is 5.7% to 4.1%, slower than the other younger groups.
[bookmark: _GoBack]

[bookmark: OLE_LINK51]Figure 11: Average annual health care cost increase for large employers, by age, from 2003-2011. (Source: Aon Hewitt’s Benefit SpecSelect™)

According to a data SHRM (2017). Retirement cost is declined, and the paid time off is related with tenure. A data from AARP (2015), the cost of retaining a 55-year-old registered nurse is 1% higher than that of retaining a 40-year-old registered nurse, the cost of hiring a 55-year-old registered nurse is higher than that of hiring a 40-year-old registered nurse, but less than 1%. There have small incremental costs, however, compare to mature workers’ irreplaceable knowledges, experience, skills, and higher engagement, loyalty, the few costs are insignificant.
[bookmark: OLE_LINK11]Baby Boomers will past normal retirement age, alleviating the shortage of labor force
Mature workers have been hit hard by the 2008-2009 economic recession, and the impact on their savings and retirement plans. Elder employees' retirement will be delayed by five to seven years because of improved health, personal desires or financial needs. A recent survey (USA Today, 2017) shows that 65% of baby boomers intend to work beyond the traditional 65-year-old retirement age, 27% of retirees still have jobs and 25% express they would never retire. Many elder workers are adopting various retirement methods, they rarely make a direct transition from full-time employment to full-time retirement, many of them choose to continue working with their current employers. 
Baby boomers are working older than their normal retirement age, which is good news for Aetna. First, valuable skills, knowledge, and experience can be retained, we have enough time to impart the treasure to the future managers. second, this will alleviate workforce shortages, as it is hard for Aetna to hiring and retain Generation Y, Z, they would not like to stay in an insurance company for a long time and quit frequently.
[bookmark: OLE_LINK4]Benefits for Baby Boomer Employees
There are many benefits for mature workers themselves if Aetna retaining them. First of all, they get the opportunity to continue doing meaningful work, much of them are enjoying the working, which makes them feel a sense of achievement and they can learn new skills in the workplace. Second, Baby Boomers can save much money for their retirement life, maybe they have not saved enough money to adopt their retirement lifestyle. Third, they have family members to support, parents or children, Baby Boomers can provide a fund to their family members with the continue salaries. And then, they will possess higher retirement benefits, as a job would maintain their health insurance. Moreover, Baby Boomers can reduce medical care burden as Aetna provide health care benefits. Finally, they are able to interact with people and access social life, stave off social isolation, improve their overall well-being and quality of life.
Aetna has an employee resource group of “AARP”, they can share their work and life experience in this group, such as problem-solving, health knowledge, stress relief and so on.
Benefits for the society
[bookmark: OLE_LINK27][bookmark: OLE_LINK24]Generally, larger companies in our country need to provide some help to society and government. For instance, nowadays, talent shortage is a problem in the US labor market. We can help to solve a very little part of reemployment by retaining some mature workers who are planning to retirement return to the workplace. The longer people work, the more benefits the society will gain, because workers need to continue paying income tax to support public investment and provide tax support for their retirement pension plans, also, they have delayed the withdrawal of retirement benefits.
[bookmark: OLE_LINK25][bookmark: OLE_LINK26]In addition, the effects of the 2008 financial crisis were still widely felt throughout the economy, job losses would have a particularly hard impact on older workers (EEOC, 2010). The average unemployment time for a 54 years-old is almost one year, it may take them two or three years to find a new job, and the new job may not be as good as his previous one. The “Older Americans Act” calls for guaranteeing jobs for the elderly. In order to overcome the employment shortcomings of the elderly and meet the needs of the healthy elderly in choosing jobs after retirement, the employee resource group of AARP can provide training for the unemployed elderly through the cooperation with local retirement communities and geriatric bureau to help them continue to work. This year, hundreds of Aetna employees donated thousands of hours of their time to help residents recover from hurricanes Harvey, Irma and Maria, they shipped tarps and disposable washcloths to Flor, most of them are Baby Boomers. Aetna employees, retirees and directors donated more than $230,000 toward hurricane. Such acts can not only fulfill the social responsibility for the elderly but also enhance the reputation of Aetna. 
A lot of benefits to retain Baby Boomers, while meanwhile, some problems are existing.
Problems 
Age discrimination
Aetna is an age diversity company, and there is inevitable problem, which is age discrimination, sometimes the bias is neither fully conscious nor fully unconscious. In Aetna, many older employees have experienced the threat of discrimination from colleagues, leaders and external members. 
[bookmark: OLE_LINK28][bookmark: OLE_LINK29][bookmark: OLE_LINK30][bookmark: OLE_LINK31]This discrimination can take many forms, different treated in promotion, layoff decision, offered inequity benefits, job assignments and training opportunities, and experienced age stereotyping (Collins, Casey, 2017). A long list of stereotypes, Baby Boomers are labeled to be more likely to be exhausted, get sick more often, resistant to new technologies, not good at working with young executives (CIPD, 2014), unwilling to travel for business and cost too much, bad temper, outmoded ideas, less creative, less productive, think slower, less willing to participate in training and more vulnerable to work-family conflict (CIPD, 2015). Actually, some the stereotypes are myth, for examples, there is a minimal correlation between the costs of older workers and employers; there is no relationship between age and loss of innovation ability; mature workers are generally not afraid of technology, they are as easy to learn as other workers with appropriate resources and training (AARP, 2015).
Age discrimination is more prevalent than people think, planning, recruiting and developing the workforce have been considered to potentially involve age bias. the number age discrimination allegations submitted to the EEOC have grown, the commission received 20,857 complaints of age discrimination in 2016, which is more than 20% of all discrimination charges (ADEA and Amendments, 2018). Another data from AARP (2015) indicated that job applicants between the ages of 29 and 31 received 35% more callbacks than the ages between 64 and 66, even they are having similar qualifications and skills. 
Age discrimination lead to a lot of adverse effects on the Baby Boomers and Aetna. First, it negatively affects elder workers' physical, mental health and their decision making, for instance, lowered well-being, self-efficacy, cognitive performance, self-confidence (Wang and Hesketh, 2012); poor memory, and greater stress reactivity. Then, Age discrimination can lead to disharmony among employees, negative affect teamwork efficiency and productivity (CIPD, 2018a). In addition, older workers threatened by age discrimination will perceive lower engagement and negative work attitude, they even choose to quit (Dana Wilkie, 2018). Finally, it will lead to finance and reputation losses if Aetna neglecting of discrimination complaints. 
The purpose of looking at age in the workplace is not only about to be politically correct but also not just to fulfill legal obligations, it goes far beyond legal requirements, it is an issue of corporate social responsibility, as it difficult for older workers in the country to maintain and find new jobs caused by age discrimination, a problem that has been exacerbated by the downturn economic (ADEA and Amendments, 2018).
[bookmark: OLE_LINK5]Today's experienced workers are more educated, healthier, they are working and living longer than previous generations. Our company cannot waste the talent of mature workers (ADEA and Amendments, 2018). It is unreasonable to equate the superior performance of older employees with discrimination against them in the workplace.
Retirement wave of Baby Boomers in the near future
By 2030, all baby boomers will be over 65, this means that one out of every five residents is retirement age. 85% of employers said they were very concerned or somewhat concerned about the impact of their aging workforce. By 2020, 25% of professional employees are expected to retire within three years and 400,000 jobs will be vacant in the insurance industry (CIPD, 2018b). In Aetna, there will be a retirement wave of Baby Boomers in the near future, our company will be threatened from four aspects. The first is Aetna will face a huge loss of valuable knowledge in the near future, Baby Boomers will take away many of the company's memories, many of them are work as management occupations with professional skills and good relationships with customers, their leaving will have a greater negative impact on Aetna. The second is talent shortages. In health services, it is very difficult to fill job vacancies in highly skilled positions. The younger generations, who can replace the mature employees, are not growing fast enough to make up for the departure of the older generation. Third, Aetna will lose cost and productivity. The cost of recruiting and training are expensive, the average recruitment cost of filling a vacancy is £4,000, increasing to £6,125 when included the associated leaving costs (CIPD, 2009), and new employees are less productive than old ones. 
Every company is influenced by the departure of key employees, the retirement wave of mature employees will lead to decline of Aetna’ efficiency, performance, loss of competitive advantage, and be threatened by the same industry (CIPD, 2017). Aetna has to consider how to deal with the departure of older workers, how to reserve their knowledge, experience, and intelligence, employer's features will affect employee's retirement decision.
[bookmark: OLE_LINK32]Health challenges of Baby Boomers
As Baby Boomers grow older, time usually harmful to their physical and mental health, on this occasion, absence and health cost will rise. Baby Boomers are more likely to face health challenges and experience disabling conditions than younger workers, such as high cholesterol, hypertension, cardiovascular disease, and diabetes. older workers may experience more slips, trips, and falls and it will take longer to recover from injuries. Their cognitive abilities may also decline, such as decreased working memory and increased response time. The intelligence, knowledge and language use, do not decrease significantly until they were 70 years old. When the proportion of mature workers in the workforce is higher, the welfare cost will be higher. Some factors contributing to the rise in welfare costs are related to age, but many factors are also related to lifestyle. Therefore, helping Baby Boomers maintain a healthy lifestyle can prevent or delay the occurrence of disabling conditions and reduce the costs.
Aetna needs to solve the age-related challenges, and consider how to maintain workers' health, enthusiasm, productivity and longer working hours.
Recommendations
[bookmark: OLE_LINK33]In order to make better use of the advantages of mature employees and solve some potential problems, I will put forward relevant suggestions, which may not only benefit to Aetna but also good for Baby Boomers. 
[bookmark: OLE_LINK34]Extending the working life of Baby Boomers
Aetna needs to develop strategies to attract their mature employees to work longer, extending their working years of mature employees can extend the knowledge and skills so that they can continue to serve the company, customers and society. Two aspects, flexible work and training will be discussed. 
Conducting flexible work
[bookmark: OLE_LINK35]In Aetna, 49% of employees choose to telework and 34% of managers take part in it (Aetna, 2018). In 2017, Aetna provided more than 200 job that can be completed work-from-home with full benefits (Joseph Barberio, 2017). Aetna can provide older workers flexibility and relevant benefits. In terms of flexibility, such as, telecommuting, flexible working schedules, flexible working places, part-time work and phased retirement. Benefits, for example, medical, dental and visual insurance. 
[bookmark: OLE_LINK36][bookmark: OLE_LINK37][bookmark: _Hlk534394083]Work-family balance
Mature workers engagement
Physical and mental health
Valuable
Lower cost

[bookmark: OLE_LINK38]As we know, many employees of Baby Boomers need to take care of elder parents, care responsibility is one of the main reasons that mature employees need flexibility in their work schedules and workplace. Flexible work is a good way for work-family balance and relieves work overload. Moreover, a lot of mature workers are willing to do the work allows them to give back to the society and their communities. Aetna processes a diversity charity, we are working to establish healthy communities nationwide, we funded a registered dietitian at the Christian Health Center in Los Angeles, besides, we launched a series of health and health activities. Aetna can organize older employees to do this kind of jobs, social service in retirement communities and charity work in churches, as elder workers are more persuasive. By doing so, Aetna can deepen its partnership and strengthen our contribution to the communities we serve, it can also make mature employees feel valuable, and improve Aetna's reputation.
In addition, in order to meet the needs of a large and diverse elder population, we need new and innovative solutions. For example, older people with limited mobility may prefer video conversations with health insurance providers or health care providers rather than personal visits to alleviate symptoms of depression and anxiety. Aetna’s employees of Baby Boomers can provide special services for the retirement people, they only need to work at home. It will save money for Aetna on real estate. 
A flexible welfare plan may be a factor influence a mature employee's choice of whether to retire or not. If Aetna’s welfare is equal to or better than its competitors, it will be helpful to retain the mature employees and make them work for a longer time. Meanwhile, some cash benefits cost money, while, flexible working hours, telework, as well as paid volunteer work holidays, these benefits cost only a small amount of money, but can attract old workers to a large extent. Mature employees have the flexibility they need, they may perceive of well-being, get higher engagement, and perceptions of less stress, better mental health, these are all positive of job satisfaction and productivity (Pitt-Catsouphes, Matz-Costa, 2009). Workplace flexible recognized as a business strategy which enhances the economic and social effects of Aetna. On the other hand, flexible work may bring some challenges of management, such as difficulty in monitoring the performance of remote employees, lack of communication among staff.
Conducting professional and cross trainings
[bookmark: OLE_LINK53]Actually, the return on investment in skills training may actually be higher for mature workers than young workers, as youngers are more likely to leave an organization than elderly. Some older workers may do not like to participate in trainings, while, we have to convince them that training is an important part of their current work, training is not just a task to be accomplished. We can provide some interesting subjects for training, for example, health, language, IT and pre-retirement trainings. On increasingly important issues, such as mental health, stress, and physical health, through practical education, help them make the health plan for the present and the future and relieve their stress and anxiety. Language training can help them to communicate with Spanish in a Hispanic community. IT training help them to manage online customer service, the fastest growing group of users on Facebook is Baby Boomers. Pre-retirement training will make employees’ minds at rest about their retirement. Before training, we can ask their opinions and give them options. They can be trained in their own time or online in their office. Providing options make them feel they can control the time of trainings and feel respected.
The other aspect, our mature employees can do some training work. Aetna has cooperated with AARP, retirement communities and the local government, they can be organized to transfer the skills and knowledge to the unemployed elderly in order to help them finding jobs. Their experience used in the training process, which will make them feel valuable in Aetna. 
Training enables mature employees to keep pace with the times and to continue to work effectively in key positions, it also makes them more productive, loyal and committed. More important, Aetna can create an atmosphere in which older employees feel valued and supported, an atmosphere that welcomes and values the contributions of older employees will increase their sense of belonging and motivation.
Eliminating age discrimination
Age discrimination are common in the workplace, even in the level of managers. Age discrimination are negatively correlated with individual work outcomes, as well as physical and psychological outcomes (Wilkie, 2018). Mature workers may perceive bad emotion and isolated they receive age inequity, which will lead them to make a choice to quit. Hence, we have to think about how to alleviate age discrimination in the workplace.
First of all, Aetna needs to strive to incorporate age in our diversity and inclusive plan, establish a positive age culture. Secondly, it is necessary for Aetna to practice education to the managers on this issue. If there is no age bias among the managers, employees will not either. Third, we should publicly acknowledge the contribution of elder workers to Aetna, and regularly publicize the negative effects on Aetna’s intranet. Then, increase interaction between workers of different age groups can eliminate misunderstandings about age and work. Internal discrimination among our employees affects external discrimination, if there are no prejudices among employees, there will be no discrimination on our existing and potential customers. Finally, conduct age diversity training to improve the appreciation, respect, and harmony in the workforce.
Increase workplace diversity and inclusive, which can contribute to positive outcomes, it can improve the participation, productivity, profitability, engagement and well-being of the employees (Collins, Casey, 2017).
[bookmark: OLE_LINK41]Implementing mentor and knowledge sharing programs 
[bookmark: OLE_LINK8]A good company knows how to tap the value that older workers can bring to younger workers by implementing mentor programs (Kleingartner, 2017). As the baby boomers gradually withdraw from the workforce, they will take away knowledge, wisdom, institutional memory, relationships and the last traces of old-fashioned professional ethics. This requires a lot of resources to support knowledge, skill and experience transfer. Managers need to support the intergenerational knowledge exchange and introduce guidance in all age groups. Retired workers can formally prepare to hand over their jobs to their successors, senior managers can be paired with younger employees. 
Knowledge sharing and strengthen dialogue among employees of the mix ages bring potential benefits to the company. For example, younger employees will gain stories and real experiences from elder workers accumulated for many years, enabling them to learn quickly and reduce the cost of hiring part-time trainers. If Aetna combine the knowledge of elder employees with the enthusiasm of younger employees, this will be a good way to improve work innovation and efficiency. On the other side, Aetna can implement reverse-mentor, younger employees help Baby Boomers learning new technologies, both younger and mature employees could learn from the exchange and communications, they may possess mutual trust. As a result, employees can be more engaged and cohesive by their communications (SHRM, 2017). 
In Aetna, employees of all age groups need more regular guidance, direction, support and coaching in the workplace.
[bookmark: OLE_LINK39]Conducting risk assessments
[bookmark: OLE_LINK40]In order to prepare for the departure of mature employees, Aetna should conduct employee’s assessment to determine where the risk is greatest and what types of losses are most likely. 
Firstly, cost assessment. Aetna needs to calculate the cost of mobility through the retirement of baby boomers. The main cost types are, turnover management, recruitment and selection fees and the introduction of training. There are some costs when we decide to retain Baby Boomers, for example, health care, pension plans and so on. Comparing mobility costs with retaining costs, by doing this, the decisions whether to hire new employees or fill vacancies with existing employees.
Second, job evaluation. Collect information about workers’ age and estimated retirement time; record their strengths, working abilities and job requirements; record professional knowledge, which performs core organizational tasks. Then, analyze data by department, this will help to identify which areas the labor force is most short by the impending retirement, likewise, this will help to identify current skills gaps and redesign jobs to match workers' abilities. When baby boomers leave the company, there will be some job vacancies, by using the information, the decisions who will be trained to be the next generation of leaders, who have real technical talent and are really good at working.
Conclusion 
In order to implement the above recommendations, work-life plan, retirement plan, training plan, and mentor program will be taken into actions.
Work-life plan for mature workers
1. [bookmark: OLE_LINK42]Ask what they think and take their wishes into account. Record their demand for flexible types. 
2. Provide paid off time, paid training.
3. Allow job sharing work with colleagues.
4. Change some of them the starting and quitting times of work within certain time frames.
5. Allowing some of the mature workers control over when they take breaks.
6. Provide a shared leave pool, where employees can donate or borrow vacations.
7. Offer mobile devices (such as tablets or smartphones) to enable telework.
8. Allow employees to move workplaces on a season bias, they can transfer from cold to warm place in winter.
9. Provide individual financial consulting service.
[bookmark: OLE_LINK7]Retirement plan 
1. [bookmark: OLE_LINK1]Collect information from employees about their job requirements and needs. 
2. Ask about their retirement plans (avoid discrimination) and the factors. 
3. Design work to match mature workers’ capabilities.
4. Workshop for sharing retirement and health knowledge in AARP resource group.
5. Provide health life education. 
6. Implement health programs, provide health specialists, nutritionists, psychologists.
7. Plan ways to remain active and engaged in a retirement community.
8. Establish a risk map of retirement.
[bookmark: OLE_LINK43]Employees training plan
1. Organize an informal face-to-face exchange once a week. Employees share knowledge, experience, and wisdom. 
2. Organize official training every two weeks. The content can start with understanding the company's diversification culture.
3. Spanish, Chinese training.
4. IT training.
5. Offer stress management training.
6. Provide online learning libraries for all employees. It offers a variety of training courses for employees to choose from.
[bookmark: OLE_LINK44]Mentor program 
1. Create mixed-age working groups and project teams so that they can naturally share wisdom.
2. Transform mature employees into formal trainers or mentors.
3. A manager coaches a designated employee.
4. Create an expert information system that includes individuals with specific expertise or skills.
5. Promote mature employees participate in induction training for new employees.
6. Mature employees share lessons learned from past mistakes and how they respond to challenges.
7. Develop staffing and succession plans for each position.
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