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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
Total Marks: 100
                                                                                        Pass Marks: 50

ASSIGNMENT No. 1
Q.1 The concept of job security as a human resource investment strategy challenges the dominant trend of flexible and contingent employment arrangements that have become increasingly common in modern organizations. Discuss the organizational and psychological benefits of investing in job-secure workforces and critically evaluate whether the commitment and loyalty generated by job security guarantees can realistically offset the financial inflexibility and reduced adaptability that such commitments create for organizations operating in volatile and unpredictable markets.                                            (20)
Q.2 Worker values and attitudinal trends are shifting significantly across generations, with younger employees placing greater emphasis on work-life balance, purpose-driven work, and flexible arrangements than their predecessors. Discuss how these changing worker values and broader management trends are reshaping the strategic role of HR in organizations, and evaluate whether traditional HR systems and structures are adequately equipped to attract, engage, and retain a workforce whose expectations and motivations differ fundamentally from those of previous generations.                                                                                       (20)
Q.3 Strategic salary planning is a critical but frequently neglected component of strategic HR planning, as many organizations set pay levels based on market benchmarking alone without considering how compensation structures can actively reinforce the behaviors, capabilities, and cultural values that their strategy requires. Discuss how strategic salary planning differs from conventional compensation management and evaluate the specific ways in which a well-designed salary plan can serve as a powerful instrument for driving strategy implementation at all levels of the organization.                                                                   (20)
Q.4 The integration of HR planning with overall organizational strategy remains one of the most discussed yet least achieved goals in the field of strategic HRM, with many organizations continuing to treat workforce planning as a reactive exercise triggered by immediate staffing needs rather than a proactive strategic process. Discuss the key obstacles that prevent genuine integration of HR and strategic planning and evaluate what structural, cultural, and competency-based changes organizations must make to ensure that HR planning meaningfully shapes and supports long-term strategic direction.                                         (20)
Q.5 Employee development is frequently positioned as a tool for individual career growth, yet from a strategic perspective it serves a far more critical organizational function by building the internal capabilities required to execute current strategy and adapt to future competitive challenges. Discuss how strategically oriented employee development differs from conventional training and development programs, and critically evaluate the role of performance management systems in identifying development priorities that are genuinely aligned with organizational strategy rather than personal preferences or managerial convenience. (20)
Total Marks: 100
                                                                                        Pass Marks: 50

Assignment No. 2

(Units 1–9)
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 find out how it manages employee retention, identifying what specific practices or policies it has introduced to reduce turnover, whether the organization tracks its retention rates over time, and how it calculates the cost of losing and replacing experienced employees in key positions.

1. Select any organization in your area and examine how shifting worker values and attitudes have influenced its HR policies in recent years, finding out whether the organization has introduced flexible working arrangements, revised its leave policies, or changed its approach to employee engagement in response to changing workforce expectations.

2. Visit a public sector organization such as a government department, university, or hospital and investigate how labor relations and collective bargaining shape its HR practices, finding out whether a union is active, how disputes between management and employees are typically resolved, and whether the legal framework governing labor relations is seen as helpful or restrictive by HR managers.

3. Research any organization that has recently developed or revised its business strategy and examine what specific role HR played during the strategy formulation process, finding out whether HR managers were included in strategic planning meetings, what inputs HR provided, and whether the final strategy reflects any HR-driven priorities or constraints.

4. Visit a local organization and study how it assesses strategic alternatives when planning its future workforce, finding out what techniques it uses to forecast labor demand and supply, how it evaluates different options for addressing projected gaps, and whether strategic salary planning is used as a deliberate tool to attract and retain the talent its strategy requires.

5. Identify an organization that employs a significant number of technical professionals such as engineers, IT specialists, or medical staff and investigate how it manages their career development, finding out whether dedicated career paths exist for technical roles, how the organization balances technical career growth with managerial advancement opportunities, and whether technical employees feel their development needs are adequately addressed.

6. Visit any organization and examine how its performance management system is aligned with its overall business strategy, finding out whether performance goals at the individual level are derived from departmental and organizational strategic objectives, how frequently goals are reviewed and updated when strategy changes, and whether managers are trained to conduct performance conversations that reinforce strategic priorities.

7. Research a local organization that has gone through a period of workforce surplus due to automation, restructuring, or declining demand and investigate how it managed the surplus, finding out whether it used retraining and redeployment, voluntary separation schemes, or forced redundancies, and assess how the HR department balanced organizational cost pressures with fair and humane treatment of affected employees.

8. Visit any organization and investigate how it evaluates the strategic contribution of its HR function, finding out whether HR metrics are reported to the board or senior leadership, what data is collected to assess HR effectiveness, whether the organization goes beyond simple activity counts to measure the actual business impact of HR investments, and how evaluation findings influence future HR decisions.

9. Identify a local organization that has adopted a system of high performance HR practices rather than isolated individual interventions and examine how these practices work together as an integrated system, finding out which specific practices are included, how they reinforce one another, whether the organization believes these practices are universally applicable or tailored to its specific context, and what measurable improvements in organizational performance have been attributed to this approach.

Strategic Human Resource Management
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Course Outline

Unit–1: Investment Perspective of Human Resources
1.1 HR Investment Considerations

1.2 Investments in Training and Development

1.3 Investment Practices for Improved Retention

1.4 Investments in Job-Secure Workforces

1.5 Nontraditional Investment Approaches

Unit–2: Human Resource Environment
2.1   Technology and Organization Structure

2.2   Worker Values and Attitudinal Trends

2.3   Management Trends 

2.4   Trends in Utilization of HR

2.5   International Developments

Unit–3: HR Legal Environment 

3.1   Equal Employment Opportunity

3.2   Compensation

3.3   Employee Relations

3.4   Labor Relations and Collective Bargaining

3.5   Strategic Impact of Legal Environment

Unit–4: Strategy Formulation

4.1   Importance of HR to Strategy

4.2   International Strategy

4.3   HR Contributions to Strategy

4.4   Strategy Driven Roles, Behaviors and Practices

4.5   Strategic HR Activity Topology

4.6   Integration of Strategy and HR Planning

4.7  
HR Manager and Strategic Planning

Unit–5: Strategic Role of HR Planning
5.1 Developmental Planning For Strategic Leadership

5.2 Assessment of Strategic Alternatives

5.3 Contribution to Strategic HRM

5.4 Strategic Salary Planning

5.5 Selecting Forecasting Techniques
Unit–6: Strategy Implementation: Workforce Utilization and Employment Practices
6.1    Efficient Utilization of HR

6.2    Dealing with Employee Shortages

6.3    Selection of Employees

6.4    Dealing with Employee Surplus

6.5    Special Implementation Challenges

6.5.1 Career Path for Technical Professionals
6.5.2 Dual Career Couples

Unit–7: Strategy Implementation: Reward and Development Systems
7.1    Strategically Oriented Performance Management Systems

7.2    Strategically Oriented Compensation Systems

7.3    Employee Development

Unit–8: Performance Impact of HR Practices
8.1 Individual High Performance Practices

8.2 Limitations of Individual Practices 

8.3 Evolution of Practices

8.4 Systems of High Performance HR Practices

8.5 Universal Practices Vs. Contingency Perspectives

Unit–9: Human Resource Evaluation 

9.1 Overview of Evaluation

9.2 Approaches to Evaluation 

9.3 Prevalence of Evaluation

9.4 Evaluating Strategic Contributions of Traditional Areas

Recommended Book / Study Guide:

Bagram, M. M. M., & Ali, H. (2025). Strategic Human Resource Management. Allama Iqbal Open University. Pakistan.

Armstrong M., & Baron A. (2002). Strategic Human Resource Management, The Key to Improve Business Performance. London: CIPD
Armstrong M., & Baron A. (2008). Strategic Human Resource Management, a Guide to Action (8th ed.). USA: Kogan Page Ltd.
Greer C. R. (2008). Strategic Human Resource Management, a General Managerial Approach (2nd ed.). Delhi: Dowling Kindersley.
PAGE  
8

