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Introduction
The contemporary business environment is characterized by new challenges that have some impact on various management aspects including human resource management, one of the most crucial organizational facets (Jerome, 2013). The changes in human resource management is attributable to various factors including changing legal and economic environment, workforce diversity, globalization, technological development, changing employee expectations and changing educational backgrounds among other factors (Demo et al., 2012). Therefore, the changes necessitate strategizing the human resource function for the sustainable development of an organization. This essay describes how my understanding of HRM has changed over the learning session, evaluates the existing limitations on HR practices and discusses how SHRM may be transformed in the future. 
Reflection
Before starting the learning session on HRM, I only thought the role of HRM was to recruit and fire employees within an organization. Little did I know that the HR function is a multifaceted function that integrates with other business functions for the smooth running of an entire organization. I have learned that the HRM function involves various aspects including performance management, training and development of employees, social justice, a consideration on culture and also involves aligning the human resource policies with the business objectives (Adewale and Anthonia, 2013). 
The contemporary business environment necessitates HRM practitioners to have a broader scope of skills for successful execution of the HRM function (Wright, n.d.). The HRM function requires structural alignment, performance alignment, cultural alignment, and environmental alignment. Therefore, I have learned that the HR practitioner should scan the prevailing environment and determine how to strategically fit the HR policies with the overall organizational objectives and goals (Jerome, 2013). It is through the human capital that organizational goals are achieved or surpassed. Therefore, management of human capital is of significant importance in an organization relative to other functions in an organization. 
The HRM learning session has also benefited me in understanding and having respect to individuals with diverse cultural background through group work. My group comprised of individuals from various backgrounds and thus, various aspects of cultural diversity were present in our group including beliefs, religion, and values among other differences. However, through understanding and having respect for each group member regardless of their background facilitated the success of our group work. The HRM learning explains the importance of social justice in contemporary HR practice (Jerome, 2013). The learning experience of working with people from diverse backgrounds have made me realize the importance of embracing social justice for maximum contribution from the group members an aspect I have learned theoretically in HRM learning session. Therefore, my understanding of HRM has significantly improved and prepares me for future training and HRM practice in my future career. 
Limitations of Contemporary HR Practice
The primary objectives of HR practices are aligning the HRM policies and objectives with the business goals and objectives for optimal organizational performance and creation of unitarist environment aimed at promoting teamwork within an organization (Walsh, Sturman and Longstreet, 2010). However, the existing human resource practices have some limitations exhibited in organizational culture, training and development, retention, performance management, and retrenchment. 
Organizational Cultures 
Human resource management plays a crucial role in organizational culture since it involves individuals with different cultures who converge together and strategically fit in the organizational culture (Adewale and Anthonia, 2013). However, when the human resource practices fail to conform to the organizational values that are shared by employees creates dissatisfaction among them. Organizational culture is meant to be blended into every aspect of an organization. The shared values among employees such as equity, fairness, social justice, and respect for all among others should be reflected in every organizational function (Jerome, 2013). Therefore, when the human resource practices fail to demonstrate the shared values, employees become dissatisfied.  Consequently, become less committed to their jobs and hence limit the effectiveness of human resource management in attracting and retaining employees within the organization. 
Training and Development 
Training and development is considered to be beneficial to both the employees and the organization (Walsh, Sturman and Longstreet, 2010). Through training, employees gain more skills and become competent in executing their duties. Consequently, they become more productive to an organization which benefits from improved performance and deriving optimal value from employee contribution. However, organizations incur significant cost in training and developing employees whereas the intended performance fail to be met (Wright, n.d.). This is a limitation on the human resources practice by the organizational efforts on training and developing employees failing to meet the desired level of performance. Besides, organizations train and develop employees who later leave for competitors limiting the achievement of the objectives of training and development of employees. 
Performance Management 
Performance management has become of significant importance in the current business world due to increasing competition intensity (Wright, n.d.). Therefore, organizations are obliged to invest heavily in managing employee performance through motivation, reward, and punishment. Various approaches are believed to enhance employee performance including identifying and rewarding performance, inclusivity in the process of decision making, job enrichment, and facilitating a work-social life balance among other approaches (Walsh, Sturman and Longstreet, 2010). However, an organization’s efforts on performance management face some limitation. For instance, it is a challenge to establish a motivation strategy or a rewarding strategy that satisfies the entire workforce (Wright, n.d.). What motivates a person might be different to another person and thus, limiting the goals of performance management. 
Retrenchment 
Retrenchment of employees is human resource practice that involves laying off some workers with a primary objective of cutting the payroll. Although the retrenched employees have no cause of service discontinuation, the human resource practice is not perceived positively by the employees and the society at large (Walsh, Sturman and Longstreet, 2010). Retrenchment is, therefore, considered to be social injustice and the human resource managers are faced with a challenge on deciding on who retain or retrench within an organization's workforce. Therefore, the retrenchment concept limits the human resource practices values particularly on social justice, fairness, and justice. 
Retention 
Employee retention is considered to be a competitive advantage in the contemporary business environment. Organizations strive to retain their workforce due to the huge investment made to employees in sourcing them, recruitment and training and development (Walsh, Sturman and Longstreet, 2010). Retaining employees is also considered to enhance employees experience within a specific organization and thus, have a deeper understanding of an organization’s affairs. However, retention of employees has become a challenge in the recent past due to changes in the employees’ expectations, and increasing competition among organizations (Demo et al., 2012). Therefore, human resource managers find it challenging to retain employees in an organization and employees move from one organization to another within the objective of getting an organization that meets their expectations. 
Recruitment 
The recruitment process of an organization is intended to select the most competent job applicants who meet organizations needs (Wright, n.d.). In other words, each qualified job applicant is expected to have an equal chance of being recruited according to the doctrine of social justice in human resource practices. However, recruitment faces some limitations in human resource practices due to subjectivity, bias, corruption, and lack of transparency (Demo et al., 2012). An organization ends up recruiting incompetent employees and thus, hinders optimal organization performance due to the presence of social injustice in the process of recruitment limiting this human resource practice. 
Expectations of the Future SHRM Practice
Both research and practice establish that the management of human capital is complex and have some limitations on human resource practice. The contemporary strategic human resources management is focused on matching the role of human resource practices with strategic aspects of an organization (Wright, n.d.). The human resource strategy adopted by an organization should be focused on enhancing employee contribution aimed at achieving an organization’s bottom line (Demo et al., 2012). Therefore, future SHRM practice should be aimed at improving employees’ skills through training and development, improving their behavior and attitudes. By doing so, the limitations in the current human resource practices would be eliminated and enable an organization to meet its desired goals on issues such as customer satisfaction, improved quality, and productivity. 
The future SHRM practices would also encompass metrics such as assessing return associated with the human capital investment. The real benefits of SHRM practices among organizations cannot be quantified. However, the future SHRM should encompass the employee contribution to an organization by linking their performance with the benefits brought by customers in an organization. However, this cannot be achieved before developing a strong relationship between an organization and the customers and linking employee performance with the ability to retain a customer and quantitatively assessing the benefit in financial terms (Trehan and Setia, 2014). The plan would enable an organization to determine the actual benefits of SHRM to an organization by the contribution of each employee. 


Conclusion
Human capital is the most valuable resource to an organization and thus, requires efficient planning for optimal results within an organization. However, the human resources management is complex and requires human resources managers to have a variety of skills in handling them. The increased competition, changes in employees’ expectations, globalization, and technological advancement has changed the human resource practices and requires human resource managers to have the skills to cope with the changes.
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