Morrisons is a large private organisation positioned within the top 4 UK Supermarkets. Morrisons expects a highly productive workforce utilising the Best Fit model of HR strategy.  

Employers are currently faced with the focus and raised awareness on mental health with “one in four people in the UK having a mental health problem at some point” (HSE 2019). 

The Stevenson/Farmer Review of Mental Health and Employers (2017) identifying that 15% of people at work suffer from symptoms of an existing mental health condition. The Thriving at Work framework proposes a set of mental health core and enhanced standards which all organisations can implement to help support promotion of positive colleague mental health.

The impact of not applying a mental health strategy to the organisation could see an impact on employee wellbeing, increased absence levels, a decrease in colleague engagement and a decreased level of productivity potentially resulting in a loss of sales.  In 2018, the CIPD found that poor mental health was the most common cause of long-term sickness absence in UK workplaces and that stress-related absence had increased in nearly two-fifths of organisations (CIPD 2018).

There is a mounting pressure for organisations to react to the needs of colleagues suffering from mental health issues.  Being proactive in response the social awareness of mental health in the workplace would support The Harvard Model (Beer et al 1985) where HR Policies are reflective of stakeholder interests and situational factors. Schwartz (2003) expresses that by utilising scenario building process we strengthen as an organisation so we can cope more effectively with change, however Miles and Snow (1978) theory on how we cope with change suggests that Morrisons are reactors and only make adjustments when forced to do so in response to the social climate affecting them as a business.

An aging population is another key social factor affecting the organisations corporate and HR Strategic direction.  By 2050 it is projected that one in four people in the UK will be aged 65 and over (Office of National Statistics 2019).

This implication for Morrisons highlights that we are faced with an aging workforce with aging customers spending less on consumable goods.  “Employees in their 50’s, 60’s, 70’s are an asset to any business.  Living through periods of enormous change means that they have had to be exceptionally resilient” (B.Hall 2019).  

It can be argued that an aging workforce may bring years of experience as a competitor advantage, but it can bring a number of disadvantages.  For example, an employee who has worked doing a manual job for 40 years and intends to continue working but has health complications may request being moved to a different part of the organisation where they are able to carry out less manual job duties.  As an employer we are unable to create jobs for an aging workforce that may no longer be able to carry out their regular duties but wish to remain employed by the organisation. The concept of an aging workforce also highlights the threat of loss of organisational knowledge when long standing colleagues retire or move horizontally within the business.
[bookmark: _GoBack]
 

















Reference List

Farnham, F,(2015) Human Resource Management in Context 4th Edition, London, CIPD

Kew, J, Stredwick J, (2010) Human Resource Management in a Business Context, London, CIPD

https://www.cipd.co.uk/Images/mental-health-at-work-1_tcm18-10567.pdf

https://www.peoplemanagement.co.uk/voices/comment/how-successfully-support-ageing-workforce
https://www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/ageing/articles/livinglongerandoldagedependencywhatdoesthefuturehold/2019-06-24
https://www.hse.gov.uk/stress/mental-health.htm


Morrisons is a large private organisation positioned within the top 4 UK Supermarkets. Morrisons 


expects a highly productive workforce utilising the Best Fit model of HR strategy.


 


 


 


 


Employers are 


currently faced with the focus and raised awareness on m


ental health with “one in four 


people in the UK having a mental health problem at some point” (HSE 2019).


 


 


 


The Stevenson/Farmer Review of Mental Health and Employers (2017) i


dentifying that 15% of people 


at work suffer from symptoms of an existing mental health condition. The Thriving at Work framework 


proposes a set of mental health core and enhanced standards which all organisations 


can implement


 


to help 


support promotion of


 


positive


 


colleague mental heal


th.


 


 


The impact of not applying a mental health strategy to the organisation could see an impact on 


employee wellbeing, increased absence levels, a decreas


e in colleague engagement and a 


decreased level of productivity


 


potentially resulting in a loss of sales. 


 


I


n 2018, the 


CIPD


 


found that 


poor mental health was the most common cause of long


-


term sickness absence in UK workplaces 


and that s


tress


-


related absence had increased in nearly two


-


fifths of organisations (CIPD 2018)


.


 


 


There is a mounting pressure for organisations to react to the needs of colleagues suffering from 


mental health issues.


 


 


Being proactive in response


 


the social awareness of mental health in the 


workplace would support The Harvard Model (Beer et al 1985) where HR Policies are reflective of 


stakeholder interests and situational factors.


 


Schw


artz (2003) expresses that by utilising 


scenario


 


building p


rocess we 


strengthen


 


as an organisation so 


we can 


cope


 


more effectively with change


, 


however Miles and Sn


ow (1978)


 


the


o


ry on how we cope with change suggests that Morrisons are 


reactors and only make adjus


tments w


hen for


ced to do so in res


ponse to the social cli


mat


e affecting 


them as a business.


 


 


An aging po


pulation is another key social factor affecting the organisations corporate and HR 


Strategic direction.


 


 


By 2050 it is projected that one in four people in the UK will be aged 65 and over 


(Office of National Statistics 2019)


.


 


 


This implication for Morrisons


 


highlights that we are faced with an aging workforce with aging 


customers spending less on consumable goods.


 


 


“Employees in their 50’s, 60’s, 70’s are 


an asset


 


to 


any business.


 


 


Living through periods of enormous change means that they have had to


 


be 


exceptionally resilient” (B.Hall 2019


)


.


  


 


 


It


 


can be argue


d that an aging 


workforce may bring 


years of 


experience


 


as a compet


itor 


advantage,


 


but 


it can bring a number of disadv


antages.  For 


example,


 


an employee who has wo


rked doing a 


manual job for 40 years a


nd intends to 


continue


 


working but has health compl


ications may re


q


uest 


being moved to 


a 


different


 


part of the or


ganisation 


where they are abl


e to carry out l


ess manual jo


b 


dutie


s.  As an employer we are una


ble to create jobs for an aging 


workforce


 


that may no longer be 


able to carry out their 


regul


ar duties but wish to remain employed by the organisation.


 


The concept of 


an ag


ing workforce also 


highlights


 


the threat of


 


loss of 


organisational knowledge when long stan


ding 


colleagues


 


retire or mo


ve


 


horizontally within the business.


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 




Morrisons is a large private organisation positioned within the top 4 UK Supermarkets. Morrisons  expects a highly productive workforce utilising the Best Fit model of HR strategy.         Employers are  currently faced with the focus and raised awareness on m ental health with “one in four  people in the UK having a mental health problem at some point” (HSE 2019).       The Stevenson/Farmer Review of Mental Health and Employers (2017) i dentifying that 15% of people  at work suffer from symptoms of an existing mental health condition. The Thriving at Work framework  proposes a set of mental health core and enhanced standards which all organisations  can implement   to help  support promotion of   positive   colleague mental heal th.     The impact of not applying a mental health strategy to the organisation could see an impact on  employee wellbeing, increased absence levels, a decreas e in colleague engagement and a  decreased level of productivity   potentially resulting in a loss of sales.    I n 2018, the  CIPD   found that  poor mental health was the most common cause of long - term sickness absence in UK workplaces  and that s tress - related absence had increased in nearly two - fifths of organisations (CIPD 2018) .     There is a mounting pressure for organisations to react to the needs of colleagues suffering from  mental health issues.     Being proactive in response   the social awareness of mental health in the  workplace would support The Harvard Model (Beer et al 1985) where HR Policies are reflective of  stakeholder interests and situational factors.   Schw artz (2003) expresses that by utilising  scenario   building p rocess we  strengthen   as an organisation so  we can  cope   more effectively with change ,  however Miles and Sn ow (1978)   the o ry on how we cope with change suggests that Morrisons are  reactors and only make adjus tments w hen for ced to do so in res ponse to the social cli mat e affecting  them as a business.     An aging po pulation is another key social factor affecting the organisations corporate and HR  Strategic direction.     By 2050 it is projected that one in four people in the UK will be aged 65 and over  (Office of National Statistics 2019) .     This implication for Morrisons   highlights that we are faced with an aging workforce with aging  customers spending less on consumable goods.     “Employees in their 50’s, 60’s, 70’s are  an asset   to  any business.     Living through periods of enormous change means that they have had to   be  exceptionally resilient” (B.Hall 2019 ) .        It   can be argue d that an aging  workforce may bring  years of  experience   as a compet itor  advantage,   but  it can bring a number of disadv antages.  For  example,   an employee who has wo rked doing a  manual job for 40 years a nd intends to  continue   working but has health compl ications may re q uest  being moved to  a  different   part of the or ganisation  where they are abl e to carry out l ess manual jo b  dutie s.  As an employer we are una ble to create jobs for an aging  workforce   that may no longer be  able to carry out their  regul ar duties but wish to remain employed by the organisation.   The concept of  an ag ing workforce also  highlights   the threat of   loss of  organisational knowledge when long stan ding  colleagues   retire or mo ve   horizontally within the business.                                      

