PAGE  

ALLAMA IQBAL OPEN UNIVERSITY

(Department of Business Administration)

Human Resource Change Management
Code: 5008
Semester: Spring 2026
CHECKLIST
	1. 
	Study guide is available on the official website of AIOU.


	2. 
	Assignment No. 1 



	3. 
	Assignment No. 2



	4. 
	Course Outline




Dr. M. Majid Mahmood Bagram



Course Coordinator
ALLAMA IQBAL OPEN UNIVERSITY, ISLAMABAD

(Department of Business Administration)
	WARNING

1. PLAGIARISM OR HIRING OF GHOST WRITER(S) FOR SOLVING THE ASSIGNMENT(S) WILL DEBAR THE STUDENT FROM AWARD OF DEGREE/CERTIFICATE, IF FOUND AT ANY STAGE.

2. SUBMITTING ASSIGNMENT(S) BORROWED OR STOLEN FROM OTHER(S) AS ONE’S OWN WILL BE PENALIZED AS DEFINED IN “AIOU PLAGIARISM POLICY”.




Course:
Human Resource Change Management (Code 5008)
[image: image1.jpg]Please read the following instructions for writing your assignments.

(AD BS, BEd, MA/MSc, MEd) (ODL Mode)
All questions are compulsory and carry equal marks but within a question,
the marks are distributed according to its requirements.

2. Read the question carefully and then answer it according to the requirements
of the question.

3. Avoid irrelevant discussion/information and reproducing from books, study

guide or allied material.

Hand written scanned assignments are not acceptable.

Upload you typed (in Word or PDF format) assignments on or before the due date.

Your own analysis and synthesis will be appreciated.

Late assignments can’t be uploaded at LMS.

The students who attempt their assignments in Urdu/Arabic may upload a

scanned copy of their hand written assignments (in PDF format) on

University LMS. The size of the file should not exceed 5 MB.
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Semester: Spring 2026
Instructions:

(a) 
All written assignments must be well organized, presented in an easy-to-read format, and neat. If your handwriting is not legible, type or compose the written assignment. Moreover, pay particularly close attention to grammar, spelling, punctuation, and understandability. Communication is extremely important in this course. 

(b)
Documentation is likewise very important. Unsupported statements or opinions are worthless to the reader who desires to verify your findings. Complete and specific documentation is mandatory. Also, your references should be to primary sources, except in rare unusual situations. 

(c)
Quoting should be kept to an absolute minimum.

Guidelines for Doing Assignments:
We expect you to answer each question as per instructions in the assignment. You will find it useful to keep the following points in mind:

1. Planning: Read the assignments carefully, and go through the Units on which they are based. Make some points regarding each question and then rearrange them in a logical order.

2. Organization: Be a little selective and analytical before drawing up a rough outline of your answer. Give adequate attention to the question’s introduction and conclusion.

a) The answer is logical and coherent,

b) It has clear connections between sentences and paragraphs,

c) The presentation is correct in your own expression and style.
3. Presentation: Once you are satisfied with your answer, you can write down the final version for submission. It is mandatory to write all assignments neatly. If you desire so, you may underline the points you wish to emphasize. Make sure that the answer is within the stipulated word limit.

Wishing you all the best
ASSIGNMENT No. 1
Total Marks: 100
                                                                                        Pass Marks: 50

Q.1 Resistance to change is one of the most consistently observed phenomena in organizational life, yet it is frequently misunderstood by managers who treat it as an irrational obstacle to be overcome rather than as meaningful feedback that may reveal genuine flaws in the change initiative itself. Discuss the primary sources and forms of resistance to change that HR managers encounter and critically evaluate whether organizations that invest in understanding and addressing the root causes of resistance ultimately achieve more sustainable and effective change outcomes than those that rely on authority, incentives, or communication campaigns to push change through regardless of employee concerns. (20)
Q.2 Organizational culture is widely recognized as one of the most powerful determinants of whether change initiatives succeed or fail, yet it is also the most difficult organizational variable to deliberately alter because it is embedded in shared assumptions, informal norms, historical experiences, and social relationships that resist direct managerial intervention. Discuss the key challenges involved in realigning organizational culture during periods of strategic change and evaluate what specific roles HR strategies, leadership behaviors, and recruitment and development practices can play in gradually shifting culture in a direction that supports rather than undermines the organization's change agenda. (20)
Q.3 Reward management is increasingly being used not merely as a mechanism for recognizing past performance but as a strategic instrument for shaping future employee behavior and driving organizational change by signaling clearly what the organization now values and expects. Discuss how reward management values, structures, and processes can be deliberately redesigned to support organizational change and critically evaluate the risks of using reward systems as a primary lever for behavioral change, particularly in terms of employee trust, perceived fairness, and the potential for rewards to drive superficial compliance rather than genuine commitment to new ways of working. (20)
Q.4 Downsizing has become one of the most frequently used organizational change strategies, yet decades of research consistently show that it rarely delivers the financial and operational improvements organizations expect while simultaneously generating severe damage to employee morale, organizational knowledge, customer relationships, and long-term innovative capacity. Discuss the management of change implications of downsizing for both the employees who are made redundant and those who survive the process, and evaluate what alternative organizational strategies to downsizing exist and under what circumstances these alternatives represent a more effective and humane approach to managing organizational change. (20)
Q.5 Human resource development is theoretically positioned as a vital strategic component of any serious change management effort because building new employee capabilities is essential for enabling organizations to operate effectively in new ways, yet in practice HRD is frequently treated as a peripheral activity that is underfunded, poorly planned, and disconnected from the specific behavioral and competency changes that a particular change initiative requires. Discuss the contribution that human resource development can make to organizational change and critically evaluate the organizational conditions, leadership commitments, and HRD design principles that determine whether investment in employee development genuinely accelerates change or merely creates the appearance of developmental activity without transforming actual organizational capability. (20)
Assignment No. 2

(Units 1–9)
Total Marks: 100
Pass Marks: 50
ASSIGNMENT-2 & PRESENTATION
Guidelines
a) You are required to develop Assignment-2 as a written research paper of 7,000 to 8,000 words on one of the topics listed below. The topic must be selected based on the last digit of your roll number (e.g., if your roll number is D-3427185, you will select Topic No. 5). 

b) In addition to Assignment-2, you must also prepare a PowerPoint presentation on the same topic.

c) You are required to upload Assignment-2 and the presentation by the given deadline, before the final examination in accordance with the provided instructions.

Format for Assignment-2 & Presentation
a) Introduction to the Topic
Provide a comprehensive overview of the selected topic, including its background, relevance, and significance in the current academic or organizational context. Clearly define the research problem or objective.
b) Exploration of Key Subtopics
Identify and elaborate on the major sub-themes or components related to the main topic. This may include relevant theories, models, or dimensions that support a deeper understanding of the subject matter.
c) Practical Implications and Real-World Applications
Analyse how the topic applies in practical settings, with examples from real-world scenarios, organizational practices, or industry case studies. Highlight any observed trends or patterns.
d) Critical Review of Theoretical and Practical Perspectives
Conduct a critical review comparing theoretical frameworks with actual practices. Discuss discrepancies, similarities, and implications for researchers and practitioners.
e) SWOC (Strengths, Weaknesses, Opportunities, and Challenges) Analysis
Conduct a detailed SWOC analysis of a selected organization or case study, specifically in relation to the chosen topic. This should reflect internal capabilities and external environmental factors.
f) Conclusions and Actionable Recommendations
Summarize the key findings of the research. Provide well-grounded conclusions and suggest practical, evidence-based recommendations for academic, managerial, or policy-related purposes.
g) Annexures (if applicable)
Include supporting materials referenced in the main body of the research.

Topics for Practical Study

0. Visit a local organization that has recently gone through or is currently undergoing a significant change initiative and investigate what types of change are involved, what forces drove the need for change, who the designated change agents are, and how the organization has used HR strategies to plan and implement the change, assessing whether employees at different levels share a common understanding of why the change is necessary and what it is intended to achieve.
1. Select any organization that has restructured its organizational design in recent years and examine what structural changes were made, what strategic objectives drove those changes, how the restructuring affected HR practices such as job roles, reporting relationships, and staffing levels, and whether employees and managers believe the new structure has actually improved the organization's ability to deliver on its strategic goals.

2. Visit a local organization and investigate its organizational culture by finding out how employees describe the shared values, behavioral norms, and management style that characterize daily working life, then identify whether the current culture supports or hinders the organization's change agenda, what specific cultural realignment efforts have been attempted, and how HR practices such as recruitment, performance management, and reward systems are being used to reinforce desired cultural shifts.

3. Research any organization that has deliberately revised its recruitment and selection practices as part of a broader change initiative and investigate what changes were made to recruitment models and selection criteria, what new competencies or cultural attributes the organization began seeking in candidates, how these changes contributed to shifting the overall capability and cultural profile of the workforce, and whether the revised recruitment approach has delivered the talent the organization needed to support its change goals.

4. Visit any organization and examine how its performance management system has been adapted to support organizational change, finding out whether performance goals have been updated to reflect new strategic priorities, how managers are having performance conversations that reinforce changed behaviors and expectations, whether the distinction between performance management and performance appraisal is understood and applied in practice, and how effectively the performance management system is driving the behavioral changes the organization requires.

5. Identify a local organization that has used employee involvement strategies as part of its change management approach and investigate what forms of involvement were used such as consultation, joint problem-solving, or employee-led change teams, how genuinely employees felt their input influenced change decisions, whether involvement reduced resistance and increased commitment to the change, and what the organization learned about the conditions under which employee involvement actually accelerates rather than complicates the change process.

6. Visit any organization that has carried out a downsizing exercise and investigate how the process was managed, finding out what methods were used to implement the redundancies, what support was provided to departing employees, how the organization managed the morale and productivity of surviving employees, whether the downsizing achieved its intended financial and operational objectives, and what lasting effects the experience has had on organizational culture, employee trust, and the organization's ability to attract and retain talent.

7. Research a local organization's reward management system and investigate whether and how it has been redesigned to support a specific change initiative, finding out what changes were made to pay structures, incentive schemes, or non-financial recognition practices, how these changes were communicated to employees, whether employees believe the revised reward system fairly reflects the new behaviors and contributions the organization expects, and whether the reward changes have visibly influenced employee behavior in the intended direction.

8. Visit any organization and examine how it evaluates the effectiveness of its change initiatives, finding out what approaches are used to assess whether change goals have been achieved, how data is gathered and analyzed during and after the change process, how findings are fed back to managers and employees, and whether evaluation results are genuinely used to refine ongoing change efforts or are treated as a retrospective formality that has little influence on how future change initiatives are designed and managed.

9. Identify any organization in Pakistan that has successfully transformed itself through a major change program over the past five to ten years and conduct an investigative study of that transformation, examining what the organization looked like before the change, what combination of structural, cultural, HR, and leadership interventions were used to drive the transformation, what the most significant obstacles encountered were and how they were overcome, what role HR played throughout the process, and what lessons the organization's experience offers to other Pakistani organizations currently facing the need for fundamental change.
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Course Outline

Unit–1: 
Introduction to Managing Change

1.1 Meaning of Change and its Types

1.2 Resistance to Change 

1.3 Forces of Change

1.4 Change Agent

1.5 TROPICS Test and Force Field Analysis

1.6 Change and Human Resource Strategies

1.7 Implementation and Impact of Change

1.8 Role of Human Resource Strategies in Implementing Change
Unit–2: 
Change Management and Organizational Structure

2.1 Meaning of Organizational Structure

2.2 Structural Change at Nationwide
2.3 Organizational Structure and Strategic Change

2.4 HR Implications of Structural Choice and Change
Unit–3: 
Change Management and Organizational Culture

3.1 Meaning of Culture

3.2 Introduction to Organizational Culture

3.3 Changes in Organizational Culture

3.4 Realignment of Organizational Culture
Unit–4: 
Change Management and Recruitment and Selection

4.1 Definitions of Recruitment and Selection

4.2 Models of Recruitment and Selection

4.3 Contribution of Recruitment and Selection to Organizational Change

Unit–5: 
Change Management and Performance Management

5.1 Definitions of Performance Management

5.2 Difference Between Performance Management and Performance Appraisal

5.3 Contribution of Performance Management to Organizational Change

Unit–6: 
Change Management and Human Resource Development

6.1 Meaning of Human Resource Development

6.2 Human Resource Development: Vital Component or Poor Relation of HR Change Strategies

6.3 Contribution of Human Resource Development to Organizational Change
Unit–7: 
Change Management and Reward Management 

7.1 Meaning of Reward Management

7.2 Strategic Reward Management

7.3 Using Rewards to Change Employees' Behavior

7.4 Role of Reward Management Values in Changing Employees’ Behavior

7.5 Role of Reward Management Structures in Changing Employees’ Behavior

7.6 Role of Reward Management Processes in Changing Employees’ Behavior

Unit–8:
Employee Relations, Involvement Strategies, Downsizing, and the Management of Change
8.1 Changing the Focus in Employee Relations

8.2 Managing Change Through Employee Involvement

8.3 Meaning of Downsizing

8.4 Management of Change Implications of Downsizing

8.5 Management of Change Implications Arising from Alternative Organizational Strategies to Downsizing

8.6 Management of Change Implications Arising from Methods Used to Implement Downsizing

8.7 Management of Change Implications Arising from the Impact of Downswing on Those Who Survive the Process

Unit–9: 
Evaluating and Promoting Change

9.1 Approaches to Evaluating Change

9.2 From Evaluating to Promoting Change

9.3 Clarity of Purpose and Strategies

9.4 Gathering Data for Analysis 

9.5 Analyzing and Feeding Back

Recommended Books / Study Guide:
   Bagram, M. M. M., & Ali, H. (2025). Innovation Management. Allama Iqbal Open University. Pakistan.

Thornhill A., Lewis P., Millmore M., & Saunders M. (2000). Managing Change, a Human Resource Strategy Approach. Delhi: Dowling Kindersley.

Paton R. A., Paton R., & McCalman J. (2008). Change Management, a Guide to Effective Implementation (3rd ed.). Sage publications
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