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Approaches for Establishing Human Capital Metrics and their Importance when Managing Change Intervention
Every organization depends on their employee’s technical skills for objective achievement. The use of technical skills approach to establishing human capital metrics, outline the requirements of workers’ capabilities in order to implement necessary organizational requirements such as change interventions like Charlwood, Stuart & Trusson (2017) discusses. The workers are the driving force behind turning decisions into workable actions and results. Therefore, deciding to go for candidates to fill positions based on their technical skills could be well-resonated to the culture of the particular company as opposed to picking up candidates based on qualifications only. This approach posits helping in finding and recruiting talented employees and dealing onboarding and training for new recruits. It entails the formulation of tools of analysis based on the implications the employees can impact on the organization. This approach also includes letting go of employees who are not performing and thus retaining good employees when they give notice.
Leadership practices and capabilities in employees are essential elements that are greatly impactful on organizations. Every organization aspires to hire the workforce that takes responsibilities whenever they are called for. This approach provides innovative aspects that direct how strategies and objectives are implemented to necessitate positive changes. For example, leadership capabilities include the exhibition by an individual worker the ability to demonstrate managerial communication, cohesive and positive relationships in terms of inclusiveness, ability to affect supervisory skills and succession planning systems. On the other hand, these practices such as strategizing succession planning systems should, first of all, be made partisan to the company’s leadership in order to offer better scope for the employee to follow suit.
Because the human capital index is measured in terms of the productivity characterized by the financial muscle of the firm, lucrative positions will require the organization to use large sums not just to advertise for the candidate but also in facilitating impeccable training procedures once the position is filled. The reverse of this statement is true to mean that with limited financial support, the organization may not invest much on its workers, as is discussed by Frigo & Ubelhart (2016). Better financial strengths of a company mean there are prospects that may entail offering of reward systems to employees. This is among the ways of motivating a firm’s human capital to carry out more tasks and result in good records, thus improving the financial capabilities of the organization. In addition, human capital investment creates significant social returns hence impacting on the large market optima.
In a nutshell, these three approaches for establishing human capital metrics are very important in managing organizational change intervention. The technical skills will necessitate the progress of a change proposal once a change intervention has been implemented. This approach thus offers efficient for achieving new sets of objectives following the given change. Equally, bestowing better leadership skills among the management and ordinary employees helps to tackle the huddles associated with change interventions such as resistance to that change. Seeking out candidates that possess leadership qualities is one step ahead to effecting progress upon implementation of the change. Lastly, financial or market aptitude can be enhanced through innovative practices that are seconded by the workforce as illustrated by Charlwood, Stuart & Trusson (2017). More innovative measures result into grown productivity and hence better financial conditions of the company.
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