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O% d e-l-ec-l-ed as A I Caution: Review required.

The percentage indicates the combined amount of likely Al-generated text as It is essential to understand the limitations of Al detection before making decisions

well as likely Al-generated text that was also likely Al-paraphrased. about a student’s work. We encourage you to learn more about Turnitin’s Al detection
capabilities before using the tool.

Detection Groups

1 Al-generated only 0%
Likely Al-generated text from a large-language model.

ée 2 Al-generated text that was Al-paraphrased 0%
Likely Al-generated text that was likely revised using an Al-paraphrase tool
or word spinner.

Disclaimer

Our Al writing assessment is designed to help educators identify text that might be prepared by a generative Al tool. Our Al writing assessment may not always be accurate (it may misidentify
writing that is likely Al generated as Al generated and Al paraphrased or likely AI generated and Al paraphrased writing as only Al generated) so it should not be used as the sole basis for
adverse actions against a student. It takes further scrutiny and human judgment in conjunction with an organization's application of its specific academic policies to determine whether any
academic misconduct has occurred.

Frequently Asked Questions

How should I interpret Turnitin's AI writing percentage and false positives?

The percentage shown in the AT writing report is the amount of qualifying text within the submission that Turnitin's Al writing

detection model determines was either likely Al-generated text from a large-language model or likely Al-generated text that was '
likely revised using an Al-paraphrase tool or word spinner.

False positives (incorrectly flagging human-written text as Al-generated) are a possibility in Al models.

Al detection scores under 20%, which we do not surface in new reports, have a higher likelihood of false positives. To reduce the
likelihood of misinterpretation, no score or highlights are attributed and are indicated with an asterisk in the report (*%).

The Al writing percentage should not be the sole basis to determine whether misconduct has occurred. The reviewer/instructor
should use the percentage as a means to start a formative conversation with their student and/or use it to examine the submitted
assignment in accordance with their school's policies.

What does 'qualifying text' mean?

Our model only processes qualifying text in the form of long-form writing. Long-form writing means individual sentences contained in paragraphs that make up a
longer piece of written work, such as an essay, a dissertation, or an article, etc. Qualifying text that has been determined to be likely Al-generated will be
highlighted in cyan in the submission, and likely Al-generated and then likely Al-paraphrased will be highlighted purple.

Non-qualifying text, such as bullet points, annotated bibliographies, etc., will not be processed and can create disparity between the submission highlights and the
percentage shown.
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Running head: Individual Report

Task 1: Individual Report

A professional report evaluating the scope and purpose of the
human resource management function and how it contributes to

overall business success.
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Introduction

Human Resource Management is a key function of organisations that are concerned with
the management of human resources so that strategic objectives may be achieved. According to
George et al., (2024), the various aspects of HRM include recruitment, training, performance
management, employee engagement, and compliance with Labour Law. The role of HR has
evolved from a more regulative role to the functional role of an innovation driver, and
transmission of high-performance culture. The field of human resource management consists of
solutions to problems involving the workforce that accompany developments in business
scenarios, such as technological, market globalisation, and shifts in job expectations among

employees.

HRM realises the significance of people in attaining sustainable competitive advantage,
with corporate strategy, and asserts that human resource specialists assist organisational
controllers in accomplishing efficiency and equity objectives (Bratton et al., 2021). By focusing
on people-oriented strategies, HRM develops favourable conditions at the workplace, builds
positive employer branding, and enables an organization to adapt to the needs of the market.
Integrating HRM with company strategy ensures consistency between the competencies of
employees and sustainable organizational goals. This report surveys the broad scope and
objectives of HRM and reassesses the crucial role of HRM in general business performance. It
emphasizes that HRM plays a key role in establishing a sustainable competitive advantage,

meeting emerging challenges, and controlling issues in a rapidly changing global context.
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Scope of Human Resource Management

HRM encompasses various activities focused on managing the organization's important
resource, of personnel. It is critical to developing and maintaining effective, motivated, and

productive staff. The following are the scopes of Human Resource Management.
1. Human Resource Strategy

Human Resource Management is the process of aligning the objectives of individuals
together with the organisation focusing on the organisational goals and the market trends
(Mahapatro, 2021). Strategic planning ensures that the organization has an adequate number of
employees with the claimed competencies, at the right time, to contribute towards business

objectives (Schuler et al., 2001).
2. Hiring and Selection

Recruitment focuses on the identification and attraction of qualified candidates, while
selection has been concerned with the determination of the most suitable capabilities for specific
functions (Bowdin, 2012). This practice is important in creating an efficient workforce that

aligns with organisational goals.
3. Performance Review

HRM formulates and implements performance appraisal methods to assess, evaluate, and
improve employee contributions (Manoharan et al., 2012). Feedback and goal-setting processes

help employees align their efforts toward organisational goals.

4. Remuneration and Perquisites
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The competitive remuneration package, including salary, bonus, health benefits, and
retirement plans, is developed and managed by Human Resource Management. In fact,
remuneration packages are essential to attract, motivate, and retain quality talent. As per Radvila
et al., (2020), the flexibility of the remuneration pay system is associated with essential adaption

processes relating to organisational changes.
5. Employee Relations

Fostering constructive relationships between employees and management is one of the
fundamental responsibilities of HR. Human Resource Management deals with grievances, solves

conflicts, and provides the workplace a better environment, for boosting morale and productivity.
6. Legal and Regulatory Framework

HRM ensures that labour legislation is followed, health and safety procedures as well as
standards within the industry (Trebilcock, 2015). It safeguards the organization from any legal

litigation by minimizing risks and maintaining ethical standards.
7. Diversity, Equity, and Inclusion (DEI)

An inclusive workplace is advocated by HRM by incorporating several groups of people
into the workforce with an emphasis on diversity. Diversity, equity, and inclusion strengthen
organisational creativity, innovation, and repute besides being strategic advantages, increasing

the overall organisational performance (Chugh, 2024).

8. Technological Advances and Digital Transformation

Z"—.I turnltln Page 6 of 17 - Al Writing Submission Submission ID trn:oid:::3618:71773734



z'l-.l turnitin  rage 7 of 17 - Atwriting Submission Submission ID trn:oid:::3618:71773734

Individual Report 5

Human Resource technologies, which include Human Resource Information Systems
(HRIS) and Artificial Intelligence (Al), improve HR practices (Nawaz et al., 2024). These tools

enhance data-driven decision-making, transactional efficiency, and employee experience.
9. Practice of Strategic Human Resource Management

HRM aligns its policies to long-term organizational objectives by linking personnel
planning to business plans. This strategic approach enhances resilience and competitiveness in

the organization.
Purpose Of HRM

As per Marthalia (2022), human resource management holds employees as a crucial part
of the company which has to be managed properly. It primarily pertains to the effective
functioning and growth of an organization. Essentially focusing on developing organizational
human resources to meet its strategic goals. The role of HRM goes beyond administrative tasks
to creating an environment that allows employees to grow with and support the goals of the
organization for its continued success in business operations. Talent acquisition and retention are
among the major objectives of HRM (Bowdin, 2012). It applies rigorous selection procedures to
ensure that organizations have the correct mix of workers who would carry out their operational

and strategic needs.

Proper recruitment, induction, and training programs make them work with an efficiency
that enhances productivity at work, contributing to higher competitiveness for the company.
Performance management is another integral part of Human Resource Management. With

defined goals, continuous feedback, and appraisal by HR managers, employees stay motivated
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and engaged. The performance review and reward processes that influence employee
performance help create a culture of excellence and continuous improvement. As per Wood,
(1999), high-performance HR management holds positive effects on organizational performance.
Human Resource practices, such as professional training, career planning, and mentoring, allow

the accrual of new skills and career prospects for the employees.

HR practices promote policies on diversity, equity, and inclusion in such a manner that
employees feel valued and important encouraging teamwork and innovation. It ensures that
labour legislation and ethical standards are followed in order to protect the organization from
possible legal or reputational risks (Trebilcock, 2015). Other important aspects of HRM include
dispute resolution and employee welfare through grievance management systems to take care of
the mental and physical well-being of the workers (Sharma & Naaz, 2021). This multi-

dimensional approach leads to higher satisfaction, lower turnover, and a productive workforce.

Thus, HRM acts as a strategic partner by aligning human resources to meet
organizational goals and objectives, through employees' effective contributions are ensured
toward the realization of long-term success. Human resource investment through HRM enhances
elasticity and compatibility within an organization, making it an important factor in commanding

organizations in the contemporary era.
Contribution of HRM to Business Success

Human Resource Management or HRM is an important factor in the success of an
enterprise today, as it directs human resources together to pursue organizational objectives. One

of the largest areas where human resource management seems to be contributing a great deal is
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in terms of talent acquisition and staff planning. Efficiency in Human Resource Management
guarantees organizations that they hire suitable people who possess the requisite competencies,
qualifications, and cultural fit. The development of effective recruitment and selection
procedures by HR managers reduces hiring errors and develops a quality staff that can further
organizational goals more effectively in a company. Oyadiran et al., (2023) state, that
performance is a multi-dimensional concept judged based on different criteria such as evaluating

performance outcomes or behaviour.

Workforce planning ensures that human resources match the organization's future needs
so that resilience and agility significant in dynamic business environments are fostered. HRM
plays a crucial role when it comes to enhancing the performance of employees and making them
more productive. By setting clear-cut performance standards and instituting frequent evaluation
procedures, HRM fosters a desire among people to achieve greatness. According to Li et al.,
(2006), a study indicated that HRM influenced technical innovation and resulted in enhanced
business performance. Training and non-material incentives exhibited a positive correlation with
technical innovation. One of the main contributions is to the development and retention of the

employees.

HRM entails the training and development of employees to gain the skills required to
deal with the changes in the market and improvements in technology. This will be helpful in the
long-term success of the organization. As per Delaney & Huselid (1996), the strategies for
environmental performance in companies expect shaping HRM practices to cultivate
environmentally conscious human capital and corporate culture. By recruiting pro-environment

employees, equipping them with skills and competencies in technology and innovation, and
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offering rewards and incentives to ensure successful environmental management. HRM calls for
the retention of talent through the availability of opportunities for career growth, competitive
remuneration packages, and initiatives on the wellness of employees, thereby reducing the costly

turnover rates.

Human Resource Management also plays a significant role in establishing a positive
organizational culture. HRM stimulates teamwork, boosting creativity by enabling the expression
of various points of view. Policies that enhance work-life balance, ethics, and job safety thereby
contribute to employees' satisfaction and the company's good reputation. As per Wong (2013),
human resources are also essential for businesses advancing in innovation and achieving
sustainable performance in the competitive ever-changing market scenario. Such features
strengthen coherence internally besides reinforcing brand image and, therefore, making such an

organization attractive to customers and potential employees.

In the modern company environment, HRM is supposed to be a key player in matters of
change and innovation. Through restructuring, technology integration, or cultural transformation,
HRM facilitates smooth transitions by effectively communicating with employees and offering
requisite support. HR managers encourage collaboration and cross-functional teamwork, driving
innovative work that drives competitive advantage (Jansson & Persson, 2020). Thus, HRM acts

as a strategic partner for the success of an organization.
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Challenges and Emerging Trends in HRM_300

HRM is fast-changing and faces several challenges as it struggles to adapt to developing
trends that define today's workplace. These variables have made HR practitioners' work

imperative, versatile, creative, and proactive to meet the company's performance-based demands.
Challenges

One of the main challenges is that the competition becoming global with excess capital
and rapid development of leaders will lead to skilled frequently shift jobs (Gandossy et al.,
2006). This would affect the way of work, the place of performance and the required skills for
those positions. Globalization connects markets and forces businesses to bring together
employees from different cultural, linguistic, and generational backgrounds. Human Resource

specialists will need to foster diversity while minimizing potential conflict and discrimination.

Another concern is adapting to these technological transformations in the industries for
old employees. Automation, Al, and remote work technologies require HR to manage the
process of transition, upskill people, and minimize resistance to change. Upskilling and reskilling
in this era of technology has become a priority, as it is essential to cultivate a versatile workforce
addressing the evolving requirements of the twenty-first century (Okolie et al., 2019). As per
Omar (2021), employee retention and engagement also pose major challenges. In very
competitive labour markets, retaining top talent at the individual level requires opportunities for

professional development, holistic wellness programs, and substantial recognition programs.
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Emerging Trends

The development of human resource technology and data analytics. Technology, such as
HR Information Systems (HRIS) and predictive analytics, enables organizations to base their
recruitment strategy decisions, performance, and retention on evidence (Wang, 2024).
Companies are recognising employees' personal well-being and productivity output connection
and adopting flexible conditions of work, wellness programs, and mental health support so that
HR policies are fostered. Issues in workplaces such as long working hours are considered to
affect several of the Organisation for Economic and Co-operation Development (OECD)

countries encompassing well-being at work (Kowalski & Loretto, 2017).

Sustainability or green human resource management is a growing trend where firms align
with eco-friendly practices, such as paperless practices and encourage sustainable workplace
behaviours (Zahoor, 2024). Remote and hybrid work models also change HR functions and rules
allowing cooperation, communication, and performance management in dispersed teams.
Meeting these challenges, combined with the adoption of emerging trends, will significantly help

HRM enhance organizational resilience to ensure long-term success.
Conclusion

Human Resource Management (HRM) is indispensable to bring alignment between
human resources and strategic objectives for firm performance. The challenges faced no greater
than globalization, technological disruption, and employee retention demand solutions that
mirror innovation and agility. HR technology, employee well-being, and sustainability call for

transforming innovation practices into new sources of competitive advantage. By fostering
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inclusion, encouraging adaptability, and introducing environmentally friendly work methods,
HRM secures a strong workforce and enables sustainable enterprise operations. Furthermore, the
role of HRM as a strategic partner supports the process of change management, innovation, and
continuous performance in turbulent markets. By understanding such challenges and capitalizing
on trends as seen in this report, HRM will be able to create a workforce that is productive, and

ready for future long-term success.
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