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(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: Autumn 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 The TROPICS test and force field analysis are two of the most widely used diagnostic tools in change management, yet their value depends entirely on the quality of the analysis conducted and the honesty with which organizational leaders are willing to confront uncomfortable truths about the forces working against their change initiatives. Discuss how these two diagnostic frameworks can be used together to improve the planning and management of organizational change and critically evaluate whether analytical tools of this kind genuinely improve change outcomes or whether they are primarily used retrospectively to justify decisions that have already been made on political or intuitive grounds rather than systematic evidence.                                                                                                              (20)

Q.2 The role of the change agent is one of the most demanding and politically exposed positions in any organization, requiring a rare combination of analytical capability, interpersonal skill, organizational credibility, and personal resilience that few individuals fully possess. Discuss the key competencies and personal characteristics that make an effective change agent and critically evaluate whether change agency is a role that should be assigned to internal HR professionals who know the organization deeply but may lack independence, or to external consultants who bring fresh perspectives and specialized expertise but may lack the contextual understanding and relational capital needed to sustain change beyond their engagement.                                                                                          (20)
Q.3 Employee relations have undergone a fundamental transformation in many organizations, shifting from adversarial collective bargaining frameworks toward more individualized and involvement-oriented approaches that emphasize direct communication, team-based working, and shared organizational identity. Discuss how this shift in the focus of employee relations affects the management of organizational change and critically evaluate whether involvement-oriented employee relations genuinely empower employees to shape change in meaningful ways or whether they primarily serve as sophisticated mechanisms for securing employee consent to management-driven agendas while reducing the collective voice that trade unions traditionally provided.                                                                                       (20)
Q.4 Organizational change initiatives frequently fail not because the strategy behind them is flawed but because the implementation is poorly managed, under-resourced, and insufficiently attentive to the human dimensions of change, including uncertainty, loss of identity, disruption of established relationships, and fear of personal inadequacy in new roles. Discuss the most critical human factors that determine whether change implementation succeeds or fails and evaluate what specific HR strategies and managerial behaviors are most effective in addressing these human dimensions of change in a way that builds genuine commitment rather than mere surface-level compliance.                                                      (20)
Q.5 Evaluating organizational change is far more complex than evaluating conventional HR programs because change initiatives are long-term, systemic, and deeply intertwined with other organizational processes, making it extremely difficult to isolate the specific impact of any particular change intervention from the many other variables simultaneously influencing organizational performance. Discuss the major approaches available for evaluating organizational change and critically evaluate what methodological, political, and organizational challenges make rigorous change evaluation so rarely achieved in practice, and what conditions would need to exist for evaluation findings to genuinely promote rather than merely document organizational change.                                                                              (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 and apply the basic logic of force field analysis to a change initiative it has recently undertaken, identifying the specific driving forces that created pressure for change and the restraining forces that created resistance, finding out how managers assessed the relative strength of these forces, whether any deliberate effort was made to strengthen driving forces or weaken restraining forces, and assessing whether a more systematic force field analysis conducted before implementation might have improved the outcome of the change effort.

1. Select any organization that has recently appointed or used a change agent whether internal or external and investigate what that individual or team was asked to do, what authority and resources they were given, how they built credibility and relationships with employees at different levels, what methods they used to diagnose problems and facilitate change, and whether the people most affected by the change believe the change agent genuinely understood their concerns or primarily served the interests of senior management.

2. Visit a local organization and investigate how it manages the human impact of change on employees whose roles, routines, and working relationships are disrupted by organizational transformation, finding out what psychological support, communication, retraining, or career guidance is provided to affected employees, how line managers are prepared to support their teams through periods of uncertainty, and whether the organization believes it adequately addresses the emotional and practical dimensions of change or primarily focuses on the structural and operational aspects while neglecting the human cost.

3. Research any organization that has undergone a significant change in its employee relations approach such as moving from a heavily unionized environment to a more direct involvement model and investigate what drove that shift, how the transition was managed, how employees responded to the change in how their interests were represented and their voices heard, whether the new approach has made the organization more or less effective at managing subsequent change initiatives, and what the experience reveals about the relationship between employee relations philosophy and organizational change capacity.

4. Visit any organization that operates in a highly regulated or legally constrained environment such as a bank, hospital, or government agency and investigate how legal and compliance requirements have shaped or constrained its change management choices, finding out whether legal obligations around employment, redundancy, or collective consultation have slowed or redirected change initiatives, how HR managers navigate the tension between what the change strategy demands and what the legal environment permits, and whether the organization views its legal environment primarily as a constraint or as a framework that ultimately promotes fairer and more thoughtful change management.

5. Identify an organization that has attempted to use its performance management system as a primary driver of behavioral change during a transformation initiative and investigate how performance goals and appraisal criteria were redesigned to reflect new strategic priorities, how managers were trained to conduct performance conversations that reinforced the desired changes, whether employees experienced the revised performance management approach as motivating and fair or as pressuring and punitive, and what the organization learned about the conditions under which performance management genuinely drives cultural and behavioral change rather than simply measuring whether it has occurred.

6. Visit a local organization that has recently invested in a significant human resource development program specifically designed to support a change initiative and investigate how the training and development needs were identified, how the program was designed to build the specific capabilities the change required, whether the program was adequately resourced and prioritized by senior leadership, how participants experienced the development activities, and whether the investment in HRD has visibly improved the organization's capacity to operate effectively in the new way the change initiative intended.

7. Research any organization that has gone through a period of strategic change requiring a fundamental realignment of its organizational culture and investigate what specific cultural characteristics needed to change, what combination of leadership behavior, symbolic action, structural redesign, and HR practice changes were used to signal and reinforce the new cultural direction, how long the cultural change process took, how resistance from employees and middle managers embedded in the old culture was addressed, and whether the organization believes it has genuinely achieved a cultural shift or is still managing the tension between old and new cultural norms.

8. Visit any organization that has recently restructured by eliminating layers of management, merging departments, or redesigning its organizational structure and investigate how the structural change was communicated and implemented, what HR implications arose from the new structure in terms of job redesign, reporting relationships, and changes to working practices, how employees in affected roles experienced the transition, whether the structural change delivered the strategic benefits it was intended to produce, and what the organization would do differently if it were managing a similar structural change again.

9. Identify any organization in your area that has gone through multiple waves of change over a relatively short period and investigate how cumulative change has affected employee attitudes, levels of trust in management, willingness to engage with new initiatives, and overall organizational performance, finding out how HR managers have attempted to manage change fatigue and maintain employee commitment through repeated disruption, whether the organization has developed any distinctive capabilities for managing continuous change, and what its experience suggests about the human and organizational limits of how much change an organization can absorb and sustain before change initiatives begin to produce diminishing or counterproductive returns.
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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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