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Part I 
 
Course Title:      Strategic Human Resources Management 
 
Course Code:      FB6311 
 
Course Duration:    1 Semester 
 
No. of Credit Units:     3 
 
Level:       P6 
 
Medium of Instruction:    English 
 
Prerequisites: (Course Code and Title)   Nil 
 
Precursors: (Course Code and Title)    FB5304 Management and Organizational Behavior 
        
Equivalent Courses: (Course Code and Title)  MGT 6311 Human Capital Management 
 
Exclusive Courses: (Course Code and Title)   MGT 5316 Human Resources Management  

MGT 6314 Global Human Resources Management  
 
Part II  
 
Course Aims: 
 

This course aims to  

 To introduce Human Resource Management as a tool for the implementation of 
organizational strategy 

 To develop students that have the ability to predict the effects of management actions 
and policies upon employee behaviors and  performance. 

 To develop students that have the ability to analyze organizational objectives and 
problems, and to determine the appropriate human resource management responses. 

 

    
 
 
 

Form 2B



  

     

 
Course Intended Learning Outcomes (CILOs) 

Upon successful completion of this course, students should be able to: 

 
No. CILOs Weighting 

(if applicable) 
1. Describe and explain the major functional activities within 

human resource management. 
-- 

2. Apply the principles of HRM in analyzing problems and 
identifying potential solutions, and make use of current 
knowledge of best-practice. 

-- 

3. To be able to apply the principles of HRM in order to be a 
more effective manager of subordinates. 

-- 

4. To be able to identify the appropriate HRM policies and 
actions needed to implement organizational strategies. 

-- 

 
 
Teaching and learning Activities (TLAs) 
(Indicative of likely activities and tasks designed to facilitate students’ achievement of the CILOs. Final details will 
be provided to students in their first week of attendance in this course) 
 

Total Hour: Seminars 39 
ILO No TLAs Hours/week 

(if applicable) 

1-4 
Readings. Students read from a list of articles, select to 
incorporate both seminal HR articles and current topics  

1-4 
Lecture. The first half of each class is devoted to lecture to 
explain key concepts and examples, concentrating upon upon 
the logic and rationale of HR practice 

1 ½ hour / 
week 

3-4 

Discussion exercises. The second half of each class is devoted 
to group discussion exercises. Each group is given a different  
exercise illustrating different elements of the topic of that 
class. Each group then presents and discusses their ideas 
before the entire class. As a entire class, the way in which the 
separate presentations are related is then discussed. 

1 ½ hour / 
week 

 
 



  

     

Assessment Tasks/Activities 
(Indicative of likely activities and tasks designed to assess how well the students achieve the CILOs. Final details 
will be provided to students in their first week of attendance in this course) 

 100% Coursework 
 

ILO No 
Type of assessment 

tasks/ activities 
Weighting 
(if applicable)

Remarks 

1-4 In-class exercises 15% The discussion exercises provide the initial 
point at which feedback can be given to 
students regarding their mastery of topics 
given in class. Students are informed that 
assessment is based not upon the correctness 
of their discussions, but rather upon their 
active engagement and participation in the 
discusions. 

1-4 Critical Incident 
Analysis 

35% Students focus upon a single personnel 
incident, positive or negative, that they have 
observed in their working experience. They 
examine that single incident, identifying 
factors leading to that incident, and 
describing and evaluating the outcomes 
resulting from that incident. 

1-4 Strategic Analysis 
of organization’s 
HR system 

35% Focusing upon a single job which is clearly 
related to the organization’s strategic 
position, students conduct a strategic analysis 
of the way in which that job is managed. The 
paper focuses upon describing the ways, both 
formally and informally, that the job is 
managed, analyzes the reasons why the job is 
managed that way and analyzes the outcomes 
resulting from those management practices. 
Finally, the results of those management 
practices are evaluated in terms of attainment 
of the strategic objectives of the 
organization. 

3 Critical Self-
Evaluation and 
Learning Plan 

15% At the end of the module, students complete 
a critical self-evaluation of their strengths 
and weaknesses as a manager of people. 
When areas of weakness are identified, 
students must create a specific action plan 
detailing ways in which these weaknesses 
can be overcome. 

 
 
Grading of Student Achievement: Refer to Grading of Courses in the Academic Regulations for 
Taught Postgraduate Degrees. 



  

     

Part III   
 
Keyword Syllabus: 
 
Human Resource Management is not just an administrative matter. Instead, the 
successful implementation of organizational strategy requires an attention to the work 
performed by organizational members. Strategic HRM focuses upon identifying 
specific management and employment practices that will enhance the organization’s 
ability to achieve strategic success. In addition, as a succesful manager, it is necessary 
to develop the ability to direct and manage subordinate performance in ways that 
contribute to success. 
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