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Discussion Responses
Response to Dr. Brown’s Question
Question: But when we look at the human capital index, do we have to take the cultural context under which it was developed into account?
In order to comprehensively respond to this question, it is necessary of me to state that various organizations have tried to strategize their recruitment or hiring of employees based on their qualifications, but the results have shown disappointments. It has, therefore, guided other key organizations through technologies like people analytics approach to go for personnel that know the cores and the rigors of the company’s culture. These are the people that are ready to navigate times of seasonal business changes judged from their prior work experiences. It is, therefore, my opinion that taking into account the cultural contexts under which human capital index are developed is very strategic to the organization’s future growth strategies.
Response for Gregory Perry
The manner in which you have brought in the concept and role of organizational leadership on the human capital metrics is the very best I have read. It is a masterpiece. When you state that the success or failure of change intervention implementation depends on the plan design and the ability of leadership to communicate the goal to employees and convince them that the change is in their best interests, it comes out very inclusive of the key stakeholder to change implementation. I would not add more for you have nailed it all but simply state that an organization’s leadership determines so much of how the company shall run and even the integration of new policies to the company’s staff. When the leadership is inclusive for everyone in the company, the employees feel the instant need to walk in such practices. They become more responsible and product in their work. Great job.
Response for Nina Chalmers
Organizational change interventions sometimes come packaged with drastic and unprecedented outcomes as you have posted it. I agree that the leadership an organization needs to arm itself with the capability to create a change intervention that has the necessary tools and skills to bring a positive change intervention.  I would add that what this means to the organization is that it must equip itself with strategic implementation plans to encounter the results however, positive or negative that come with the change interventions. Secondly, I would add that whenever an organization purports to go for a change initiative, its management should procedurally go through every plan before rolling out the change. The biggest on this plan is offering training to its workforce on the needs that come with the change interventions. Your post is instrumental and constructive. 
